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Abstract 
Skilled migrants are a valuable form of labour vital to the economic growth of many Western 
industrialised nations, including Australia. The dominant perspective in the research 
scholarship has been to understand the experiences of skilled migrants using the human 
capital approach that views them as economic agents. This perspective ignores the 
importance of other capitals implicated in skilled migrants’ career experiences. Bourdieu’s 
(1986) construct of capitals and his earlier work in Algeria is utilised in this study revealing 
insights that strongly suggest skilled migrant career experiences are complex and need to be 
understood more holistically. Bourdieu’s construct of capitals comprises different capitals 
such as economic, cultural and social capital. His theoretical framework contains challenges 
to understanding and application; as Wacquant (1992, p. xiv) says, Bourdieu invites 
researchers to ‘think with and against Bourdieu’. This thesis takes up that invitation.  
 
The thesis addresses the question of deployment of capitals by skilled migrants in their 
career experiences.  To address this question and to explore Bourdieu’s theory of capitals, 
thirty people of Kenyan Asian origin, who migrated to Australia, were interviewed. The 
original emphasis on capitals in the research question was rebalanced to give requisite 
consideration of the importance of field and habitus in career experiences of the Kenyan 
Asians. Although the conceptual framework of capitals, field and habitus is the subject of 
ongoing debate, analytical insights are enhanced with the inclusion of field and habitus 
affording an examination of career experiences at a relational level. Studying field and 
habitus alongside capitals allows for recognition of ongoing exogenous change and the 
interaction between the individual and the external environment. In terms of field, the 
history of Kenyan Asians under British colonial rule and then during Kenya’s independence 
(characterised by Africanisation policies) is described and analysed.  
 
The study of a skilled migrant minority particularly from a developing country to a developed 
country is interesting because their experiences reveal how it is possible to transcend the 
perception of disadvantage as the ‘Other’ in the country of origin and the ‘double Other’ in a 
developed nation.  
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Seldom stressed in the research on skilled migrant minorities, has been the influence of 
colonialism and post-colonialism as part of their lived experiences, the acquisition of cultural 
capital in the form of the language of the coloniser as well as the overall impact of the 
colonial project. Thus, the field represents the site of struggles where minority groups tend 
to be marginalised because of race and other factors. Field is also a site where skilled 
migrants in the context of their career experiences in developed nations can encounter 
numerous barriers that devalue their capitals.  
 
This thesis examines Bourdieu’s three constructs and integrates this with other research on 
skilled migrants and career. It applies a qualitative framework that comprises primary data 
obtained through in-depth interviews with Kenyan Asians. The participants arrived in 
Australia between 1964 and 2016 as skilled migrants under Australia’s skilled migration 
program. An analysis of their narratives revealed stories of discovery, adventure and hope as 
they embraced the opportunities Australia offered. Many strengthened their capitals 
through further development and engaged in other career fulfilling experiences. As they 
articulated and shared their individual stories, there was a sense that they were not the 
subalterns but active players in their quest to achieve success in their career experiences. 
 
There was a belief in the strength of their capitals coupled with a desire to succeed. These 
rich stories also invoked a feeling of ‘common wounds’, which together with potentials and 
limitations of this research are discussed in the methodology chapter. The data collected 
was organised according to themes and coded to draw out these diverse career experiences. 
The qualitative framework has enabled the hitherto ‘silenced voices’ to be heard.  
 
The findings indicated that integrating the concepts of capitals, field and habitus promoted a 
greater understanding of individual career experiences. For the majority of the participants, 
their pre-migration capitals were ‘treasures’ valued in Australia and effectively used in 
career experiences that were essentially stable within organisational settings. However, 
other themes emerged from the findings. One theme relates to the aspirational view of 
career and whether this is a sustainable aspiration in the twenty-first century. Linked with 
this theme is the nexus between economic capital and paid employment.  
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The findings do underscore the importance of specific cultural capital accumulation by the 
once colonised when looked at from the historical perspective. Another theme was the 
ability to reframe challenges that can be characterised as ‘moxie’, a quality that appears to 
align well with current conditions in the labour market. This seemed especially true around 
career disruptions. 
 
In diverging from Bourdieu’s definition of habitus, this thesis extends knowledge about 
agentic responses to structural impediments in the labour markets. The reactions by the 
participants in this study show these are not static and pre-determined by the habitus 
operating at the sub-conscious level. Instead, these indicate levels of active strategising and 
displays of resilience and self-efficacy. These qualities are significant for discussions around a 
rusted concept of career in the world of work where there is ongoing unpredictability and 
disparate pressures for change. 
 
In discussing the achievements of the participants, this thesis challenges the automatic 
presumption that skilled migrants are disadvantaged. The career experiences of the skilled 
migrants in this study were not the stories of ‘dupes’ who subscribed to a narrative of 
disadvantage as the ‘Other’ or even the double ‘Other’. These accounts suggest the skilled 
migrants’ in this study were adept at balancing the Western notion of career without a 
corresponding loss of cultural identity. Rather than experiencing a sense of displacement or 
in their new host country, they were like the ‘fish in water’. This thesis makes a significant 
contribution to the growing calls to include all of Bourdieu’s concepts in studying social 
phenomena because it is rare to find studies that incorporate the three concepts. The act of 
thinking with Bourdieu means to think at a relational level, an aspect considered essential to 
his concepts.  
 
This thesis’ contribution to knowledge points to the need for migration policy to be sensitive 
and more transparent around the challenges facing skilled migrants in developed nations. 
Additionally, human resource professionals should be more mindful of the richness and 
diversity of experiences that skilled migrants possess and the paths these skilled migrants 
have traversed to make Australia home.  
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 Introduction Chapter 1
 
This study draws upon the experiences of thirty Kenyan Asians who arrived as skilled 
migrants in Australia between 1964 and 2016. Unlike other research on skilled migrants 
conducted in Australia, this study attempts to chart points of articulation between the 
experiences of skilled migrants, Bourdieu’s (1986) notion of capitals, and literature on skilled 
migrants and career.  These strands of literature together with the empirical data are drawn 
together to ascertain the role of capitals in the career experiences of a group of skilled 
migrants who arrived in Australia from a developing country, Kenya. The focus is not so 
much on specific migration paths but on the possession of specific capitals for shaping 
employment and broader career experiences in a new host nation, as well as playing a role 
in qualifying a person for migration to Australia. This Chapter provides an overview of the 
study introducing the background, the thesis’ aim and scope, and the research question. The 
motivation for the research is addressed. The thesis’ contributions to the field of human 
resource management and the significance of those contributions are foreshadowed.  
Definitions are also provided. The final section in the Chapter is an overview of the thesis 
structure.   
 
This Chapter introduces the argument that Bourdieu’s capitals theory has utility for 
understanding the career experiences of skilled migrants. Many studies that apply 
Bourdieu’s theoretical framework to careers prioritise the relevance and utility of capitals 
over field and habitus. This focus on individuals’ capitals may have been a function of seeing 
Bourdieu’s theory as a departure point from the earlier literature that relied on human 
capital theory from neo-classical economics. This study uses Bourdieu’s construct of capitals 
as the foundational step to support the investigation of Kenyan Asians’ use of their capitals.  
However, in analysing the complexities associated with the participant experiences, the 
need to consider capitals within the structures of field and habitus emerged. In sum, a fuller 
engagement with Bourdieu’s conceptual toolbox was beneficial notwithstanding the 
challenges around the use of these constructs. 
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1.1 Background to the study  
 
Skilled migrants play a pivotal role in the development of the countries that rely on this form 
of labour. This dynamic is heightened by the ‘race for talent’ amongst the OECD nations 
(Shachar 2006, p. 148). Australia remains an attractive destination for many skilled migrants 
from both developed and developing nations.  For a variety of reasons, people seek to make 
Australia their home and skilled migration, whether permanent or temporary remains one of 
the cornerstones of Australian migration policy. The next few decades are likely to witness a 
considerable rise in the number of trained and mobile individuals who will continue to be a 
driver of economic growth in host nations (Rajendran, Farquharson and Hawege 2017).   
 
The contribution of skilled migrants depends on the possession of specific capitals or 
resources. Moving overseas has wider implications for the career experiences of skilled 
migrants and in particular the potential devaluation of their existing capitals. The 
conventional approach to analysing skilled migration is through human capital theory from 
neo-classical economics. Neo-classical economics positions individuals as the unit of analysis. 
In contrast, the discipline of sociology provides an alternative positioning. Bourdieu, the 
French philosopher and sociologist has been highly influential. Bourdieu’s concept of capitals 
enables broader interpretations going beyond neo-classical economics. His theory of 
practice offered an alternative to understand the role of education in producing inequalities 
in France (Bathmaker 2015). These inequalities result from the unequal distribution of 
capitals or resources within society. In the context of colonisation, control of capitals by the 
colonisers grounds the exploitation of the colonised. 
 
The aim in the current research is to combine complex and at times amorphous bodies of 
research on skilled migrants and the construct of capitals and career. These bodies of 
research inform and strengthen insights into the career experiences, including the types of 
challenges, encountered by skilled migrants.  
 
In focusing on skilled migrants from a developing country and with ‘lived’ experience of the 
‘Other’, there is the potential to begin a conversation on the wider implications of this 
beyond just the empirical context of Australia in which these experiences occurred. The 
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concept of the ‘Other’ in the context of the colonisation of Kenya meant the creation of 
identity based on race and the inherent implication that the non-White races were inferior 
and had to be subjugated as part of the West’s civilising mission. 
 
A number of researchers have studied the phenomenon of skilled migrants using the 
concept of capitals in the experiences of skilled migrants (see Chapter 3). Previous research 
in European, Canadian and British contexts has theorised on the careers of skilled migrants, 
with these studies pivoting on a dialogue with Bourdieu’s conceptual framework. One of the 
main theoretical tools underlining Bourdieu’s framework is capitals. Capitals may be 
considered as a type of resource or asset that enables the holder of that capital or capitals to 
gain an advantage over others who do not possess those resources. These capitals take time 
to accumulate. The four types of capitals are economic, social, cultural and symbolic with 
cultural capital split into embodied, institutionalised and objectified forms.  The endowment 
or acquisition of these capitals remains unequal amongst members of any society.  The types 
of capitals can determine an individual’s position in the field.  The field in this context is a 
construct. This is a social field where interactions and competition take place for access to 
and further accumulation of capitals. Thus, there is always an element of struggle amongst 
the players in this field for more capitals.       
At face value, Bourdieu offers a richer set of considerations for individuals’ relative career 
successes or failures compared to human capital theory. The distinctiveness of these 
approaches is discussed further in Chapter 3. Yet Bourdieu’s framework is not 
unproblematic. Capitals are hard to quantify and equally hard to operationalise. Cultural 
capital has not been determined or even ‘clearly defined’ (Sullivan 2002, p. 163). It has been 
hard to discern which of the capitals are more dominant or in which combination these are 
responsible for creating inequalities (Silva and Edwards 2004).  
 
Exacerbating this situation further is Bourdieu’s own use of complex terminology and an 
opaque style of writing (Laureau and Weininger 2003). Furthermore, it remains impossible 
to assess if cultural capital is more important than other capitals (Sullivan 2002). Desan 
(2013) argues there is an overemphasis on economic capital but lacks compatibility with the 
Marxian perspective. Notwithstanding these ambiguities, researchers have used the concept 
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of capitals on its own or combined with field or habitus (both also from Bourdieu’s 
framework) to advance the analysis of the experiences of skilled migrants.  For example, the 
qualitative study by Al Ariss and Syed (2011) in France stressed the role of capitals by 
Lebanese migrants in career mobilisation experiences including the role of habitus. A 
qualitative study used social capital to explain the experiences of highly skilled Zimbabwean 
migrants in Britain (Thondlana, Madziva and McGrath’s 2016). Fernando and Cohen (2015) 
examined the role of capitals and habitus in the careers of Indian academics in Britain. 
Friesen’s (2011) longitudinal study also relied on capital and habitus to explain the career 
experiences of engineers in Canada. Yet there is still a limited research base because there 
have not been enough studies on skilled migrants from developing nations (Al Ariss and Syed 
2011). 
 
In the Australian context, scholarship on skilled migrants has tended to consider specific 
aspects of skilled migrant experiences. These studies do not use Bourdieu’s theoretical 
framework. These range from the perceptions of Greek migrants of Australia as a ‘lucky 
country’ (Grapsias 2003, p. 8), migrant women from non-English speaking backgrounds and 
their challenges (Syed and Murray 2009), through to the psychological contract of highly 
skilled immigrants in Western Australia (Casado and Caspersz 2016). Other studies include 
the job search experience of skilled dual migrant couples from non-English speaking 
backgrounds (Ressia 2010), the exclusion after inclusion of highly skilled Indian migrants 
(Gowan 2014) and the achievement of life satisfaction of Sri Lankan and Indian skilled 
migrants in Australia (Gunasakera, Rajendran and Grant 2014).    
 
A neglected area of research in Australia lies in the investigation of skilled migrant career 
experiences using Bourdieu’s concept of capitals to frame these experiences.  Furthermore, 
there is no research focusing on the career experiences of a distinctive ethnic minority 
whose acquisition and deployment of capitals has specific historical antecedents. These 
antecedents remain inextricably woven to a colonial and post-colonial past.  This history also 
entailed experiences as the ‘Other’. The benefit of undertaking empirical research of a group 
with a history in mind may lead to a wider understanding of the formation of specific 
capitals. One outcome of the colonial project was the addition of the ability to speak English, 
a form of embodied cultural capital. This together with other capitals would prove to be 
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valuable as skilled migrants to English speaking developed countries. An added dimension is 
that this group were already used to the label of ‘Other’ in the country of origin and would 
be no strangers to different forms of ‘Othering’ in the new host nation. The findings from 
this study have the potential application to studies of skilled migrants from similar 
backgrounds and assess if these previous lived experiences enabled smoother transition and 
integration experiences or were counterproductive. 
 
Australia amongst other OECD nations has proven to be a destination of choice for skilled 
migrants from Kenya, a developing country. In the decade to 30 June 2007, Kenya was one 
of five main source countries in Africa from which Australia received its skilled migrants 
(Australian Bureau of Statistics 2008). Kenya’s historical background as a tripartite racial 
society meant that a group like the Kenyan Asians were a minority. British colonial policy was 
responsible for the creation of such a system leading to a segmentation of the three races   
irrespective of the ethnic and cultural differences between them. The Africans were the 
Blacks, Europeans as White and Asians as those with either Indian or Pakistani origin 
(Kristiansen and Reyn 2002). 
 
The early arrivals of Kenyan Asians in Australia include the Ismailis arriving in the 1970s 
(Mitha and Adatia 2016) whilst the Sikhs as another community began arriving in the 1970s, 
1980s and 1990s under the skilled migrant program (Jayasuria and Kee 1999). The exact 
number of Kenyan Asians living in Australia is unknown because migration data does not 
disaggregate migrants at this level of specificity.  
 
They are very much a minority group in Australia compared for instance to skilled migrant 
populations from China and India. The arrival as skilled migrants pre-supposes the existence 
of institutionalised and embodied cultural capital as well as other capitals such as economic 
and social that would have played a role in migration, for example, English-language 
proficiency associated with Kenya’s period of colonisation. Considered in detail in Chapter 2 
is the historical and contemporary policy context for this research.  
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1.2 Aim and scope of the study 
 
A narrative of disadvantage is very much a common thread woven in all of the studies on 
skilled migrant experiences in host nations (Fossland 2013; Turchick-Hakak and Al Ariss 2013; 
Ramboarison-Lalao, Al Ariss and Barth 2012; Almeida, Fernando and Sheridan 2012; 
Junankar, Paul and Yasmeen 2010; Coates and Carr, 2005; Hawthorne 1997). Tensions are 
prevalent at the macro level in the form of negative attitudes towards migrants, irrespective 
of the skills and experience they bring.  At the meso level, the level of the workplace or even 
at the level of seeking entry to the labour market, a number of other impediments can 
obstruct the skilled migrant’s ability to engage in career experiences. The value of cultural 
capitals in the form of academic qualifications and previous overseas work experiences can 
be devalued. This in turn affects labour market entry and the ability to engage in career 
experiences. Such impediments appear to affect those who come from non-Western 
environments or have been through research studies, theorised as the ‘Other’. 
 
This research aims to understand the relationship of capitals to the Kenyan Asian 
perceptions of their career experiences in Australia. A consideration of capitals also offers 
advantages such as assessing the role of power, social hierarchy and social inequalities in 
career research (Iellatchitch et al. 2001). Empirical insights can provide a better 
understanding of those capitals that could demonstrate the benefits derived by a skilled 
minority of professionals from Kenya.  
 
It can also identify the types of structural impediments and more importantly, the types of 
responses and effects these impediments have on skilled migrants. There is a belief on the 
part of the researcher that it is important to examine the mobilisation of capitals of a group 
of skilled migrants from Kenya. This particular group of skilled migrants, the Kenyan Asians, 
have been previously recognised for the use of certain types of capital in their commercial 
and other activities in Kenya (Herzig 2006).  
 
The concept of the ‘Other’ is an accepted construct in the literature (Cunningham-Parmeter 
2011; Said 1978). The Asians in Kenya and across Africa have also been constructed as the 
‘Other’ (Oonk 2015; Naipaul 1996).  However, there has surprisingly, been little research on 
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the phenomenon of the ‘double Other’ as a concept applicable to a group of people who had 
previous ‘lived’ experiences as the ‘Other’ in their countries of origin, only to experience it 
again, albeit in different forms as skilled migrants in a developed nation. Having already 
experienced ‘Othering’ processes in the country of origin, people may have already 
developed resilience and other creative strategies to surmount barriers likely to be 
experienced as skilled migrants in a new host nation. These qualities would be useful in new 
host nations when as skilled migrants there is a strong impetus to enter the labour market 
and engage in further career experiences.  
 
The approach in this study is qualitative with data gathered through semi-structured 
interviews to reveal the participant’s experiences and their perspectives on those 
experiences. Chapter 4 provides a fuller description of the characteristics of the Kenyan 
Asian group. The qualitative data was analysed manually and themes extracted using 
thematic analysis following Braun and Clarke (2006) and Attride Stirling (2001). 
 
1.3 Research question 
 
Engaging with Bourdieu’s theoretical work, can be confronting for researchers because of 
the ambiguities and lack of precision around capitals. Bathmaker (2015) highlights the 
invitation aspect of using Bourdieu’s concepts. This is clearly noted in the preface (Bourdieu 
and Wacquant 1992, p. xiv). The invitation to researchers is to ‘think with Bourdieu… an 
invitation to think beyond Bourdieu, and against him whenever required’. Thus, the central 
research question guiding this study is: ‘How do Kenyan Asian skilled migrants mobilise their 
capitals in their career experiences in Australia?’  
 
The importance of the research question is twofold. Firstly, and even though there have 
been previous studies of skilled migrants in Australia, there has been no research carried out 
on career experiences using the concept of capitals. Secondly, a detailed investigation of a 
population of skilled migrants originating from a country where colonial and post-colonial 
policies relegated them as members of a minority is lacking. The broader implication is that 
factors such as the colonial project need consideration for a more comprehensive 
understanding of the nexus between capitals and career experiences. The framing of the 
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research question is consistent with Bourdieu’s views of the world and use of capitals. 
Therefore, there is an a priori assumption within the question that this skilled migrant group 
would be active rather than passive agents in the Australian labour market in the pursuit of 
their career paths. Reflecting on Bourdieu’s stance alerted the researcher to remain 
sensitive to the value of engaging with a wider variety of participants in this study and the 
potential diversity and unevenness of their experiences in utilising their capitals. The ‘agency 
versus structure’ theme commonly found in sociology is a theme of this thesis but with more 
specificity via Bourdieu’s concepts of field, habitus and capitals. 
 
1.4 Motivation of the researcher 
 
This project was conceived during the time the researcher spent working as a manager 
responsible for counselling retrenched employees including those who had arrived as skilled 
migrants in Australia. The challenge was to help transition these employees to other work.  
This was complicated because the decisions taken by their employers led to negative 
impacts on their career experiences. This led to the researcher questioning the value of their 
academic qualifications and previous work experiences. The other aspect was thinking about 
the career experiences of skilled migrants with a particular historical background facilitating 
the development of valued capital precisely because of a specific historical context. The 
researcher’s personal experience as a skilled migrant in Australia has also driven this 
research. Finally, there is an interest in the concept of career and its currency in a rapidly 
changing work environment.  
 
1.5 Contributions to knowledge 
 
This is the first study in Australia to undertake empirical research on the career experiences 
in Australia of a skilled migrant minority using Bourdieu’s concept of capitals. It provides an 
opportunity to advance knowledge of the concept of capitals for skilled migrants and their 
career experiences. Using the concept of capitals is challenging because it is such a 
contested and ambiguous construct. This study provides one way to progress thinking on 
whether an emphasis on institutionalised and embodied cultural capital for skilled migration 
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is too narrow in relation to the deployment of other capitals such as social capital.  It can 
offer some important insights into the role of domestic or ethnic capitals that appear to be 
prevalent in studies undertaken to examine skilled migrants from specific ethnic 
backgrounds.  
 
Although the research question in this study has emphasised the role of capitals in career 
experiences, a combination with field and habitus provides a far more holistic understanding 
of those career experiences. This is salient because the three concepts help explain the 
social interactions in any social space. Given the growing evidence of structural impediments 
faced by skilled migrants in the new host nations, it is important to conduct research 
showing how and which of the capitals dominates, or tends to be used individually or 
collectively in response to instances of negativity experienced by skilled migrants. This in 
turn could lead to assessing if an emphasis on diversity, a key feature of people management 
in many organisations in Australia, has substance or is still ephemeral.   
 
The findings may help in making human resource professionals more accepting of the value 
of the skills and experience skilled migrants have gained overseas. Through these interviews, 
it will also be possible to discover perceptions of the concept of career and to the extent that 
it has had a pembea kazi or a seesaw like motion in their experiences. In recent years, there 
has been increasing attention to the use of metaphors to conceptualise careers (Inkson 
2004).  The findings could potentially also be extended to the discourse on the utility of 
career in the world of work given the attention paid to this construct in society.   
 
This study should make an important contribution to advance knowledge of the ‘Other’ and 
in particular the ‘double Other’ by exploring the experiences of a group of skilled migrants in 
relation to their career experiences. Such information may benefit other groups of skilled 
migrants from developing countries as they seek to enter the Australian labour force and 
display the types of responses that can yield positive outcomes.  
 
1.6 Definitions 
 
In this study, there are specific terms used and their definitions stem from the literature: 
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Capitals: ‘the goods material and symbolic, without distinction, that present themselves as 
rare and worthy of being sought after, in a particular social formation’ (Bourdieu 1986, p. 
248). There are four types of capitals: economic, cultural, social and symbolic. 
 
Career experiences: In this study, the main theoretical concept to refer to career ‘is the 
unfolding sequence of a person’s work experiences over time’ (Arthur, Khapova and 
Wilderom 2005, p. 178). There is a relevance of time rather than where people work. The 
definitions, the meaningfulness and the metaphors around career are a theme throughout 
the thesis. 
 
Community: This term can have a number of meanings.  In this study, the definition relies on 
Herzig’s (2006) view that communities are the subdivisions within the three racial groups in 
Kenya. Thus, the Kenyan Asians as a minority may be considered as an ethnic group but how 
they are organised into subgroups is considered community.  
 
Kenyan Asians:  The origin of the Asians or Indians in Kenya lies in the Indian subcontinent 
primarily from India, Pakistan and Goa. Once referred to as Indians, the term Asian was used 
after 1947 (Gregory 1993).  However, the Asians in Kenya prefer to identify as Kenyan Asians 
(Herzig 2006). The terms Indian, South Asian and Asian in this study are used 
interchangeably to mean Kenyan Asian.   
 
Skilled migrant: In the literature, the term skilled migrant has tended to denote academic 
qualifications and exclude work experience. This study adopts a wider view encompassing 
occupational categories (Iredale 2005; Vertovec 2002). Skilled migrants also include 
specialised technicians, tradespersons, investors and business professionals (Iredale 2001). 
Ziguras and Law (2006) also consider international students in Australia who decide to stay 
and work in Australia as skilled migrants. 
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1.7 Structure of the study 
 
The thesis is organised in eight Chapters. This section provides a brief summary of the 
remaining Chapters. 
 
Chapter 2 Distant shores reviews the literature pertaining to the historical background of the 
Kenyan Asians to situate the study. The Asians were a minority group in a colonial Kenya and 
remained as a minority group in a post-colonial Kenya. The challenges they experienced 
constitute the experience as the ‘Other’ and may partially explain their motives to become 
skilled migrants in developed Western nations. There are parallels also drawn with Australia 
where skilled migrants tend to experience different forms of ‘Othering’. An understanding of 
a particular historical context can also explain the development of specific capitals that 
would prove useful later as skilled migrants to Australia and play out in individual career 
experiences. The presence of skilled migrants in the Australian workforce has implications 
for diversity. 
 
Chapter 3 Skilled migrants, capitals and career – theoretical perspectives is a review of the 
wider academic literature on the three strands of scholarship necessary to understand the 
present study. The three strands are skilled migrants, capitals and career. The literature on 
skilled migrants focuses on the definitions, the need in developed nations for skilled 
migrants and the literature using capitals as the theoretical approach to explain the 
phenomenon of skilled migrants. This leads to an exploration of Bourdieu’s conceptual 
framework, its challenges and its benefits for researchers. The final strand of the literature is 
an examination of work, employment and career. The literature review closes with a 
consideration of the tensions within Bourdieu’s work on capitals relevant to skilled migrants.  
These tensions assist to frame the research question. 
 
Chapter 4 Research methodology is concerned with the methodology used highlighting the 
paradigm adopted for this research including the philosophical deliberations.  It discusses 
the research design, the need for a pilot study and using semi-structured interviews to 
collect data on the ‘lived’ experience of the participants. There are considerations on the 
insider/outsider aspect of qualitative research as well an acknowledgement of empathy and 
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‘common wounds’ effect as part of the qualitative approach. The ethical framework that 
guides the researcher is included before the final section on the approach adopted for data 
analysis. The use of thematic analysis establishes the emergence of two broad themes, 
reporting themes and analytical themes presented as findings in two subsequent Chapters 5 
and 6. Limitations are also addressed; these are revisited in the concluding Chapter as part 
of the identification and evaluation of the thesis’ contribution. 
 
Chapter 5 Perceptions: migration, work, employment and career presents the findings as 
reporting themes based on the interview data. It focuses on three key themes; motives to 
migrate; work; and employment and career. Capitals are included to the extent these 
demonstrate their use in the pre-migration phase. The data is a configuration of diverse 
experiences and presented with direct quotations from the interviews with the participants. 
 
Chapter 6 Bring Bourdieu back in: The Kenyan Asian experience presents the findings focused 
on the analytical themes and with greater proximity to the literature with Bourdieu’s 
theoretical framework. This Chapter applies the concepts of capitals, field and habitus to the 
career experiences of the Kenyan Asians. It shows the types of capitals participants possess 
and further reinforces the Western influence as explained in Chapter 2. Data is presented 
along with quotes from the participants. 
 
Chapter 7 Discussion analyses the findings against the backdrop of the literature as well as 
the data collected. This sheds light on answering the research question on the use of capitals 
in the career experiences of the Kenyan Asians. The concepts of field and habitus are 
included to help explain the realities of being a skilled migrant and the impacts this can have 
on career experiences. This analysis supports the argument that economic, cultural and 
social capitals such as ethnic and domestic capital can work together for skilled migrants 
individual career experiences. Examined against the backdrop of dynamic change in the 
world of work suggests that the emphasis is more on economic capital rather than a focus on 
cultural capital. Bourdieu’s concept of field is also useful because these capitals operate in 
the field whether the country of origin or the new host nation. Capitals can be valorised or 
devalued in the field. The narrative of skilled migrants being disadvantaged should give way 
to a more nuanced picture.  
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Chapter 8 Concluding the study is the final Chapter integrating the theoretical and empirical 
strands of the study and the significance of research. It discusses the contributions and 
implications of the thesis’ arguments in relation to capital mobilisation in the career 
experiences of the Kenyan Asians as skilled migrants in Australia. There are broad 
implications for the concept of career. As Bourdieu’s conceptual framework remains 
contested, its applicability in a study such as the present one is re-assessed. There is a brief 
discussion of the methodology in the light of the contributions as well as the limitations of 
this study. Finally, all the understandings from this research are drawn together to provide 
suggestions for future research. 
 
1.9 Conclusion  
 
This Chapter has provided the background to this study; outlined the aim, scope, and 
structure; presented the research question derived from the literature; and considered the 
researcher’s motivation. The aim in this study is to investigate the deployment of capitals by 
Kenyan Asian skilled migrants in their career experiences in Australia. The concept of capitals 
has underlined the study of skilled migrants and their career experiences in a number of 
studies in European, French, Canadian and British contexts. In contrast, with studies on 
skilled migrants in Australia, this is an under-researched area and no study has been located 
with a specific focus on skilled migrants from a developing country that shares historical 
parallels with Australia. Some themes arising from the research question have been 
identified and include the difficulties in operationalising capitals and the importance of 
capitals relative to habitus and field. Additional themes are around ‘Othering’ processes, and 
the meaningfulness of career. The Chapter also foreshadowed the thesis’ contributions to 
advancing career theorising as well as to human resource management for Australia’s 
increasingly diverse workforce. The next Chapter presents the historical background that 
situates the group under study, the Kenyan Asians.  
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Chapter 2 Distant shores 
 
2.1 Introduction 
 
The purpose of this Chapter is to present the historical context that foregrounds an 
understanding of the participant group and to appreciate the complex interplay of three 
broad themes: the colonial project as a distinct field, the effects of colonisation and the 
production of specific pre-migration capitals, and the reasons for migration from Kenya. 
These themes are important in this study because they help in developing an insight into the 
lived experiences as a minority group, specific challenges in Kenya as the ‘Other’ and later 
additional ‘Othering’ processes as skilled migrants in Australia. Comprehensive research on 
the historical development of both Kenya and Australia including the shared British colonial 
past between the two countries remains beyond the scope of this study. 
 
The inception of the concept of field is a direct result of Bourdieu’s experiences in Algeria, 
once a French colony. His early experiences in Algeria laid the foundations for his later 
concepts of field and habitus. He implicitly theorised colonialism as a field and utilised 
relational thinking to understand its effects on identities because in his view, the colonised 
were caught between two worlds (Go 2013). In the context of the Kenyan Asians, identity 
becomes important because of its link with the habitus or dispositions to act in predictable 
ways in the field. It leads to a consideration of the extent the Kenyan Asians accepted any 
pejorative labels ascribed by both the British and the Africans in colonial and post-colonial 
contexts and if these labels affected their career experiences in Australia. The field and 
habitus framework enables an understanding of the formation of identity including how it 
can be transformed.  
 
The argument is that ‘the field is a critical metaphor in Bourdieu’s work’ DiMaggio (1979, p. 
1462), but is also critical to understanding the relationship between the field and capitals. 
Individuals apply capitals in the field in the struggle for power and control (Bennett and Silva 
2011). Thus, field is both an apt metaphor and a conceptual tool in which to consider the 
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struggles of those who were dominated. They were the ‘Other’. For skilled migrants in a new 
host nation, the field is the also the site of struggles in relation to career experiences.  
Chapter 3 further details the concept of field and thinking about career experiences at a 
relational level. 
 
This study does not imply the Kenyan Asians as a visible minority group are unique because 
of their lived experiences as the ‘Other’ nor is there is an attempt to give primacy to their 
challenges compared to the experiences of other minorities. Both Elkan (1988) and Kilby 
(1983) commenting on the experiences of minorities claim there is a drive to succeed, which 
is heightened by feelings of economic insecurity. For the Kenyan Asians there was a further 
layer of complexity especially for the early settlers who had lived through generations of 
alien rule in India including the British occupation (Gregory 1981). These early experiences 
may also have shaped their perspectives especially as ‘Others’ outside of the Indian 
subcontinent.   
 
There are six sections in this Chapter. Section 2.2 provides a background on Kenya and the 
historical context leading to the arrival of the Asians. Section 2.3 explores the Asian as the 
‘eternal Other’. A brief description follows in sub section 2.3.1 of Kenyan Asians revealing 
the heterogeneity of some of the well-known Asian communities also represented in 
Australia.  Section 2.4 examines Australia as the destination of choice and where the Kenyan 
Asians settle in Australia whilst 2.4.1 considers ‘Othering’ experiences in the new host 
nation.  Section 2.5 explores diversity questioning its value in relation to employment and 
careers of skilled migrants who possess the necessary cultural capitals.  The conclusion is in 
section 2.6.   
 
The analysis of the literature in this Chapter leads to an argument that the Kenyan Asians 
already possessed a range of capitals and that some of these capitals such as the ability to 
speak the English language and academic qualifications gained through a Western education 
are an ongoing legacy of colonialism. The possession of these legacy capitals facilitated 
access to Australia’s skilled migrant program. In addition, the Kenyan Asians already 
possessed social and cultural capital in the form of communal networks and family cohesion 
(Herzig 2010). Similarly, family and kinship networks as a form of social capital and 
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embedded in religious, cultural and ethnic communities also played a significant role in the 
experiences of Kenyan Asian communities in Britain (Janhuja-Jivraj and Woods 2002; 
Mattausch 1998).  
2.2 Background on Kenya 
 
This section begins with a view of contemporary Kenya and then assesses the historical 
context.  Its relevance lies in the themes around migration explored in later Chapters. These 
themes are individuals’ motivations for migration and intentions of a return to Kenya.  
Modern day Kenya is advancing economically and socially. Figure 2.1 presents an image of 
the political map of Kenya showing its current borders. 
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Figure 2.1 Map of Kenya 
 
 
Image reproduced from Nations Online project: Political map of Kenya 2018 –
 https://www.nationsonline.org/oneworld/map/kenya_map2.htm  viewed 8 December 2018 
The World Bank (2018) in its overview of Kenya, reported that the GDP was expected to rise 
by 5.7% with an increase to 5.9% in 2019 because of a recovering agricultural sector, a 
positive business sentiment and less political uncertainty. The Government of Kenya in 2008, 
embarked on an ambitious program of reform called Vision 2030 with a key aim to transform 
the country into an industrialised nation that affects all sectors of the economy including 
health and welfare of its citizens (Third Medium Term Plan, 2018).  
 
 
 
33 
 
Kimenyi and Kibe (2014) state Kenya’s adult literacy rate is at 87 per cent, it has a 
sophisticated agricultural sector and there has been a relatively stable political atmosphere. 
It remains a dynamic and promising economy. However, the economy is still susceptible to 
internal and external influences that are likely to destabilise progress. Other key risks facing 
Kenya despite the discovery of oil are a friable democracy and bursts of ethnic violence 
giving overseas investors pause. Kenya’s tourism industry and general economic progress 
still remain vulnerable to terrorist attacks mounted by the Somalia based Al- Shabaab group 
(Kimenyi 2015). 
 
Kenya is not a landlocked country so its strategic location means it is increasingly important 
for its neighbouring landlocked countries like Uganda. Kenya’s Indian Ocean coastline 
facilitated early migration from the East and the Arab influence was very pervasive along the 
coast and its islands. For more than 2,000 years, traders including those from the Middle 
East had been travelling to the East Coast of Africa for trade and commerce. Jones (2007, p. 
16) claims historians believe that these early contacts date back to 3000BC and evidence 
appears in the ‘Periplus of the Erythrean Sea’. The legacy of the early travellers from Arabia 
is still evident to this day in the culture and one of the official languages, Kiswahili, a mixture 
of Arabic and African languages.  
 
Kenya’s natural geography made it a target in the nineteenth century colonisation ‘scramble’ 
During the Berlin Conference of 1885, the Western colonial powers decided to slice Africa 
(Pakenham 1992). In the Introduction to his book the ‘Scramble for Africa’, he comments on 
this haste on the part of European nations such as Germany, Britain, France, Belgium, Italy, 
Portugal and Spain to build empires in Africa. Bourdieu (2000) reflecting on Algeria, argues 
the act of colonisation was brutal because it heralded the imposition of capitalism on pre-
capitalist societies. Colonisation was a successful plan in subjugation, domination and 
exploitation of wealth. The plan disadvantaged the indigenous peoples and then managed to 
dislocate others from other colonies in the British Empire such as India. The systematic 
arrival of Indians is just one part of the narrative of dislocation facilitated through 
colonisation.  
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The colony of Kenya was first known as the British East Africa Protectorate and was renamed 
as the Kenya Colony in 1902 (Hornsby 2013).  More importantly, Kenya was to all intents and 
purposes an ‘artificial creation’ of the British bringing together as it did disparate ethnic 
groups and communities (Hornsby 2013, p. 21). The streams of early Indian migration to 
parts of Africa revolve around the themes of a long tradition in trading, early migratory 
movements through to the importation of indentured labour. This skilled indentured labour 
was instrumental to work on building the Uganda railway also known as the Lunatic Express 
(Miller 2016). In 1896, the British Government underwrote the building of this railway from 
the East Coast of Africa to Lake Victoria (Gunston 2004). Referring to it as the Uganda 
Railway is a misnomer as the railway ran exclusively through Kenya (Gupta 1998).    
 
There is a long history of the trading links between India and the East Coast of Africa 
(Mattausch 1998). Initial migratory movements between India and East Africa pre-dated 
British colonialism and many came to Kenya simply seeking business and administrative 
opportunities.  However, not all Indians came to build the railway as many lower caste 
Asians came and worked as domestics for upper class Asians (Nagar 1998). A significant 
attraction was the new economic possibilities made possible by British imperialism (Herzig 
2006). This affected not just the migrants from India but also from England. White settlers 
were also encouraged to come to Kenya and farm tracts of fertile land known as the ‘White 
highlands’ as distinct from ‘native reserves’ (Kanyinga 2009, p. 327).      
 
There were also factors in the Indian subcontinent that prompted this movement of people. 
Such factors included over population, drought, and famine in parts of India. In the latter 
half of the nineteenth century, there were severe famines in India and an estimated twenty-
eight million people died from starvation (Alamgir 1980). There was also the lack of 
employment opportunities for an impoverished professional class and some who searched 
for adventure (Gregory 1993).  
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Others hoped they might discover their luck in the ‘America of the Hindu’ (Mangat 1969, p. 
63). The Indians brought their capitals to Kenya in the form of even the most basic 
construction skills for building the railway, their entrepreneurial skills for engaging in 
business and commerce, and professionals who then found work in the colonial 
government. Kassam (2008, p. 82) suggests the Indians managed to become players on the 
‘African stage of history’. Driven out by deprivations experienced in India, they migrated in 
larger numbers drawn to the new colonies in Africa. The stage setting was one consequence 
of imperialism bringing together as it did people of different races. It established the 
foundation for subsequent conflicts and schisms in those societies.    
 
The positioning of the Asians in Kenya’s history and East Africa and the role they played in 
general is somewhat multi-faceted and contested.  In colonial times, the Indians covertly and 
overtly engaged in political activities and protests on behalf of the Africans. During the Mau 
Rebellion of 1952, a small minority of Indians actively aided the Africans and defended the 
Mau detainees in court. Conversely, with their connections to the British and in the dual role 
of collaborator, many Indians received special titles and even knighthoods from the colonial 
government (Gregory 1981).  
 
In a post-independent Kenya, the Indians experienced a form of ‘inverse racism’ despite 
their earlier attempts to help the African leaders imprisoned by the British (Kassam 2008, p. 
81).  As the nationalisation and Africanisation policies came into effect, the choices were for 
many unattractive. Even if they chose to renounce British citizenship and lose their British 
passports, one barrier would always remain unsurmountable. The Africanisation policy 
clearly meant the colour of skin dictated access to education, employment and building 
careers. Securing a foothold in the labour market presented many difficulties amongst 
segments of the Asian population except those not already in self-employment or the class 
of professionals such as doctors and lawyers in private practice (Gregory 1993). It was also 
an erroneous belief that possessing a British passport would mean a safe passage to Britain.   
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The British Government passed legislation in 1968 restricting the entry of people from all 
Commonwealth countries. This was clearly a discriminatory strategy and the European 
Commission on Human Rights labelled it ‘racist’ (Mattausch 1998, p. 133). However, the 
restrictions placed by the British Government did not deter the Asians from moving to 
Britain from East Africa. Bhachu (1985) named the movement of the East African Sikh 
community as the ‘twice migrants’ in reference to their migration from India to Britain via 
East Africa.  The issue of the portrayal of the Asians as the ‘Other’ in Kenya is addressed in 
the next section. 
 
2.3 ‘Irreducibly foreign; irreducibly alien… the Asian is the eternal Other’  
 
The title for this section is how Shiva Naipaul has chosen to describe the Asians in Africa.  
Published in 1996, his book is a searing commentary on what he witnessed during the course 
of his travels in Africa, including a visit to Kenya. It provides another dimension in 
understanding the position of Asians in Africa.  
There was always a divide between the Africans and the Asians and this, for reasons that are 
complex, seem impossible to bridge. The antecedents are traceable to British colonial policy 
that organised society around a tripartite racial system. To all intents and purposes, Kenya 
was an apartheid state.  Asians were subject to discrimination by the Europeans and the 
Africans discriminated against the Asians based on the commercial success of the Asian 
minority (Kiem 1993). One view suggests the African hostility towards the Asians was due to 
a master-servant or shopkeeper-customer relationship (Tangri 1966). Another way of 
understanding this difference lies in the closed nature of the different Asian communities. 
The exclusive nature of Asian communities may best be understood as an alignment of social 
groups based on language, religion and place of origin making the community the ‘primary 
frame of reference’ together with the family (Herzig 2006, p. 102).  
In making their choices based on those factors, they maintained their own exclusive cultural 
domains building their own places of worship, schools and meeting places (Mattausch 1998). 
An appreciation of the depth and breadth within the Asian communities is outlined in sub 
section 2.3.1. 
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A different perspective suggests the Asians enjoyed many advantages such as a higher social 
status compared to Africans and the sources of conflict were more about the economic 
position enjoyed by the Asians rather than it being racially inspired (Nyaggah 1974). Cultural 
differences created this social distance between the Africans and Asians and the negative 
stereotype of dukawallah or shopkeeper reinforced a view that all Asians controlled 
commerce. For the Asians to be termed by the British as ‘crafty’, ‘prone to insanitary habits’, 
‘carriers of disease’ and ‘swamping the colony’ (Mangat 1969, pp. 106-115) would not have 
engendered respectful relations between the races any more than the label ‘Wahindi’ does. 
Conversely, these experiences can also be positively framed as the ‘best from both worlds’ 
(Sundar 2008, p. 255). The Kenyan Asians made active and strategic decisions as to what to 
embrace from the West, yet managed to retain a sense of their own cultural backgrounds. 
  
In a post-colonial Kenya, African politicians tended to exploit anti-Asian sentiments for their 
own purposes (Furedi 1974). This tendency on the part of some politicians is also evident in 
Australia discussed later in this Chapter.  Labels and fomenting negative sentiments do tend 
to affect perception and the use of names can ‘elicit positive or negative associations’ 
(Donakowski and Esses 1996, p. 86). Unfortunately, for minorities, it is can be more 
weighted towards the negative. For those Asians who elected to become Kenyan citizens, 
their motives were still scrutinised because the Africans believed the Asians retained their 
connection with Britain as some form of insurance. By the 1960s, 1970s and even the 1980s, 
regardless of civic status, property rights and physical security of the Asians were under 
attack (Oonk 2015). Kenyan citizenship did not guarantee security (Balachandran 1981). This 
raises an interesting argument often overlooked in much of the literature on the Asians in 
East Africa. There was a ‘conspiracy of silence’ in the attitude Britain, the African countries 
and India adopted towards the Asians in East Africa (Gupta 1974, p. 313). This ‘silence’ may 
have actually fomented and fostered the negative images of the Kenyan Asians. 
 
India is the birthplace of many of the first generation of migrants but, the Indian 
Government vacillated between the attitude of considering the Indians either as guests of 
the Africans or being told not to expect any special favours from India, the ancestral home of 
many Kenya Asians Gupta (1974, p.313). The longer the Asians stayed in Kenya, the looser 
the ties with the motherland became, to the point these ties were no longer considered 
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essential. Amongst the pioneer generations in Kenya, there was no expressed desire to 
return to their ancestral homeland (Herzig 2006; Mangat 1969). 
 
However, there is no suggestion the Asians in Kenya did not experience prosperity. 
Compared to the Africans, the Asian minority was definitely the most affluent (Ranja 2003).  
In a survey undertaken in 1990 of manufacturing firms, seventy-five per cent of these were 
owned by Asians (Himbara 1994).  Nevertheless, this view together with Herzig’s (2006) 
study tends to ignore Asians of lower socio-economic status. Herzig’s (2006) interviews are 
derived from a snowballing approach and despite her insistence, she wanted to speak to 
‘ordinary people’ (Herzig 2006, p. 89), her data does not reflect any input from any 
disadvantaged class of Asians. To suggest the established Asians have achieved an upper or 
middle class status is somewhat puzzling because the distribution of capitals is uneven in 
society. Mattausch (1998) argues that prosperity amongst the Asians wasrelated to 
differences between families, the communities and even which of the East African countries 
the Asians made their homes. Perhaps, Herzig’s (2006) explanation lies more in the 
recognition of strong community networks amongst the Kenyan Asians and these networks 
are supportive of people. This point reinforces her view of social capital. However, it still 
does not explain the presence of the ‘semi-literate poor’ in the Asian community (Naipaul 
1996, p. 83).   
 
Notwithstanding some of the barriers encountered, the Asians managed in the post- 
independence stage to deploy particular strategies to combat nationalisation and 
Africanisation. For example, Asian owned firms actively sought out an African partner to 
become a member of the Board of Directors, recruited more Africans into the business, 
cultivated African politicians and established a number of charities (Balchandran 1981).   
 
Another strategy was to pursue alliances involving business relationships with key members 
of the political dynasty, such as the family of the late Jomo Kenyatta, the first President in 
post-independent Kenya. The Asians with large amounts of economic capital transferred it 
offshore, used other repatriation schemes and accessed international finance. Deprived of 
success nationally, they gained success internationally (Balachandran 1981). Further, as a 
transnational insurance strategy, the Kenyan Asians retained multiple forms of citizenship 
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within their families. These strategies suggest a variety of capitals were deployed in Kenya. 
 
These strategies are indicative of embedded social capital (Herzig 2010). Janhuja-Jivraj and 
Woods (2002) assert the policy of Africanisation had a reverse side effect.  It actually 
strengthened the ties of self-reliance of the Kenyan Asians as a community who were 
already used to utilising their social and domestic capitals. It is not such a leap of faith 
perhaps then to suggest the experiences of the Kenyan Asians would be somewhat 
distinctive wherever they migrated to even if the badge of visible minority persisted. Herzig’s 
(2006) study also uses capitals as one aspect of Bourdieu’s conceptual framework to offer an 
understanding of power relations in Kenya between the races. The use of these capitals may 
also explain the narrative of success as experienced in Kenya. Consequently, there is the 
potential of exploring the use of capitals in career experiences and arrive at a more nuanced 
understanding of the polar success and disadvantage narratives. A consideration of other 
concepts in Bourdieu’s framework is included in Chapter 3.  
 
Section 2.3.1 indicates the heterogeneous nature of the Kenyan Asian communities and 
reinforces divisions based on culture, language, religion and caste as divisions within the 
Asian community. That it is possible to identify a visible minority based on the primary 
dimension of skin tone or origin is a flawed assumption. 
 
2.3.1 Types of South Asian communities 
 
The historical contingencies as described in section 2.2 explain the arrival of the Asians to 
Kenya. The place of origin for these early settlers represents the foundation for the various 
communities and the formation of the Asian identity (Herzig 2006). One consequence of the 
colonial experience was the external imposition of identity along racial lines through the 
colonial project. However, the issue of identity for the Asians became more diffuse and fluid 
as they began operating as migrants in more transnational contexts. Thus, for the Asians 
‘there is a quasi-hybrid, diasporic and transnational sense of belonging and identity’ (Murji 
2008, p. 22). 
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The importance of community is undeniable as it is the principal frame of reference for the 
Kenyan Asians (Herzig 2006). There are a number of Asian communities. However, due to 
practical considerations, it is not possible in this study to provide details on all of these.  
Presented in this section is a brief outline of some of the well-known communities in Kenya 
and Australia. The differences amongst the various communities lie along culture, 
subcultures, religion, caste, language, different dialects and region of origin. The Gujeratis, 
for example are ‘merchant like’ (Tambs-Lyche 1975, p. 349) and there are different castes in 
this group. Asian groups in Kenya include various Hindu, Sikh, Muslim, Jain and Christian 
communities originating from the Indian sub-continent, including the former Portuguese 
colony of Goa (Herzig 2006). Gregory (1981) suggests the Goans were distinctive because 
they claimed to be descended from the Portuguese rather than claim Indian descent and 
were quick to adopt European ways and intermarry with the Europeans. Other Asians at 
times derided the Goans for this overt connection to the British and termed them ‘Black 
Europeans’ (Gregory 1981, p. 261). Herzig (2006) claims the British gave the Goans non-
Indian status. 
 
Islam was the first foreign religion in East Africa and there are two distinct groups of 
Muslims. There are those who trace descent to early Islam and those who arrived from India 
after 1882 as part of the colonial project (Ayubi and Mohyuddin 1994). Amongst these 
arrivals from India are sectarian differences, the Sunni and Shia. Then there are further 
distinctions between each sect. 
 
In explaining the background of the Ismailis, Herzig (2006) claims they originated from the 
Gujerati-speaking districts of India. The Ismailis are known for their strong community 
network and adjustments to the Western way of life. As a distinct ethnic group, they are 
very loyal to their own community and are known for their business activities (Clarke 1976). 
This community is presided over by their ‘living’ leader, the Aga Khan (Herzig 2006). Under 
the leadership of the successive Aga Khans, this group has evolved into a most complex 
organisation worldwide and committed to supporting their own community (Gregory 1981).  
Led by this ‘living leader’, there is strong evidence of the resources this community has at its 
disposal and the tight bonds predicated on shared common beliefs and values. What makes 
this community so distinctive is the role played by the Aga Khan Development Foundation. 
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The Foundation has its headquarters in Switzerland. Its structure, organisation and resources 
make it a community with a global reach (Budhwani and McLean 2005). 
 
Of particular relevance is the edict by the ‘living leader’ to avoid creating ethnic enclaves. 
The message is ‘Don’t live in a lump, spread out, leave home and town for the bush if you 
can be successful there’ (Clarke 1976, p. 486). Adatia and King (1969) explore more Firmans 
or edicts issued by the previous Aga Khans. Their article emphasises the directive for all 
Ismailis to be loyal in whichever country they settle in and live on good terms with all 
people. Mitha and Adatia (2016) claim the Ismailis first came in to Australia in the 1970s and 
settled in the main cities. The population is largely comprised of East African families of 
South Asian descent and recent migrant families directly from the Indian subcontinent. 
 
The Sikhs are another group that are part of the Kenyan Asian community. They were visible 
in Kenya due to their distinctive turbans and well known for their success in agriculture, 
commerce and the professions. Dusenbery (2005) suggests the Sikhs arrived in Australia 
before Federation in 1901. They used their British passports to enter Australia and work.  
However, the prevailing attitudes of the times meant they never considered making 
Australia their permanent home.  In later years, they began to settle and their success in the 
banana plantations in Queensland and New South Wales is evident. There is a suggestion 
this community was successful in the banana industry in Australia because of their 
inclination to pool resources (Missingham, Dibden and Cocklin 2006). This is evidence of 
bonding capital, a subtype of social capital. The Sikhs from Kenya began to arrive in the 
1970s, 1980s and 1990s under the skilled migrant program (Jayasuria and Kee 1999).   
2.4 Destination Australia 
 
Based on the OECD database the size of the Kenyan diaspora in 2000 in OECD nations was 
213,164 (Hugo 2009). In the decade to 30 June 2007, Kenya was one of five main source 
countries in Africa from which Australia received its skilled migrants. Entry was dependent 
on a system of points as well as satisfying English language requirements (Australian Bureau 
of Statistics 2008). As a form of institutionalised cultural capital, 43.2% indicated they had 
undergraduate and postgraduate qualifications and as evidence of embodied cultural 
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capital, 59.9% stated they spoke English well or very well. This indicates a proficiency in the 
English language. The 2011 Census reported 13,832 Kenyan-born people in Australia, an 
increase of 39.2% from the 2006 Census. The 2016 Census shows that there were a total of 
17, 652 people who stated they were born in Kenya with 62.1% stating they were citizens of 
Australia (Australian Bureau of Statistics 2016). 
  
When compared to all of Australia’s overseas born population, perhaps coming from an ex- 
British colony and a Western education system is advantageous. Migrants who are from an 
English-speaking background do enjoy greater cultural proximity to the host culture whilst 
the Non-English-Speaking Background migrants experience greater cultural distance in 
Australian labour market institutions (Breunig, Hasan and Salehin 2013).  
 
In terms of geographical distribution of Kenyan-born people across Australia, Western 
Australia has the largest number followed by Victoria, New South Wales and Queensland as 
shown in Figure 2.2. 
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Figure 2.2 Geographic distribution of Kenyans 
 
 
 
Reproduced from Community Information Summary – Kenya Born, Department of Social Services viewed 9 December 2016 
<https://www.dss.gov.au/sites/default/files/documents/02_2014/kenya.pdf>. 
 
Figure 2.3 below provides 2014 Census information on the responses on ancestry made by 
Kenyan residents in Australia. Based on the evidence in the most recent Census, it is hard to 
discern if some Asians may have been included under the Kenyan and other categories 
rather than identifying as Indian.  
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Figure 2.3 Ancestry response Kenyans 
 
Reproduced from Community Information Summary – Kenya Born, Department of Social Services viewed 9 December 
2016 https://www.dss.gov.au/sites/default/files/documents/02_2014/kenya.pdf>. 
Twenty-one percent reported their ancestry was of Indian origin (interchangeable with 
Asian) while 18.2% stated they were of English origin with 16.6% stating their ancestry was 
Kenyan (Department of Social Services 2014). However, reporting from the 2016 Census only 
noted the top ten responses on ancestry. The exact number of Kenyan Asians living in 
Australia is unknown and as a group, they are a minority. While they have some shared 
characteristics, there is diversity within the group based on culture, religion and language. 
Australia’s migration intake remains very diverse. Markus (2018) shows that during 2016 to 
2017, nationals from more than twenty-nine countries were represented and of the top ten 
source countries seven were from the Asian regions and the Middle East, countries where 
English is not the first language. ‘In 2016 the overseas-born residents of Australia totalled 
6.87 million, comprising 28% of the population, the highest overseas-born proportion in 
OECD countries with populations in excess of ten million. In addition, 21% of the Australia-
born population have one or both parents born overseas’ (Markus 2018, p. 15).  
2.4.1 Skilled migrants in Australia and more ‘Othering’  
 
Australia has a lengthy history of migration but a full examination of the theoretical 
explanations for the history on migration remains beyond the scope of the current study. 
Deeply insightful accounts of this history are available (Megalogenis 2012 and 2003; Markus, 
Jupp and McDonald 2009; Walsh and Walsh 2001). 
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The primary focus for the present study is Australia’s skilled migrant program and its 
position in nation building. There is also a large volume of studies on skilled migrants 
highlighting the significance of this form of labour not just for the industrialised western 
nations but the effects this form of mobility can have on the countries of origin. This 
literature draws on a form of talent loss as well as gain. This theme invokes the use of the 
brain to explain this loss or gain. For example, the movement of skilled people from 
developing to developed countries represents a ‘brain drain’ (Baruch, Bhudwar and Khatri 
2007; Köser-Akçapar 2006) or ‘brain waste’ or ‘brain abuse’, if they are undervalued or 
underemployed in the host nation (Liversage 2009; Bauder 2003). However, a return to 
developing nations signifies a ‘brain gain’ for the countries of origin (Tung and Lazarova 
2006). There is an implication of loss for the developing nation as they are deprived of talent 
needed and results in a ‘skills drain’ (Schmitt and Soubeyran 2006). The departure of the 
Kenyan Asians would fall in this category of a skills drain but probably more relevant for 
Uganda where the Asians were directed to leave. Ironically, many years later they were 
invited back to help rebuild the Ugandan economy (Frenz 2013).    
 
There are varieties of pathways to enter the country legally. For example, international 
students represent another stream of skilled migrants to Australia. This is a policy enabling 
students to apply for permanent residency in order for them to settle in Australia. Under the 
skilled migrant program, applicants gain bonus points because these are Australian 
qualifications (Wright 2014).  
 
The value of international tertiary education in 2014/2015 in Australia is significant. It was 
worth A$18.8 billion as valued by the Australian Bureau of Statistics (Deloitte Access 
Economics 2015). The offer of citizenship is also a key plank in Australia’s strategy for 
attracting and retaining these skilled migrants often referred to as the talent for citizenship 
exchange (Shachar 2006). Another stream is temporary migration such as the Visa 457 
scheme first introduced in 1996. It is one such policy apparatus reflecting particular shaping 
factors in response to market driven factors (Wright et al. 2016; Hugo 2008). This program 
was designed to bring in skills not readily available in Australia to meet current and 
projected demands (Bahn, Barrat-Pugh and Yap, 2013).  
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Australia has implemented its preference for skilled migrants through a points system 
borrowed from Canada. It is this system that regulates skilled migration (Shachar 2006). The 
core selection criteria were language, age, work experience and occupational skills. The 
Fitzgerald Report in 1988 was transparent in its stress on the focus for immigration 
emphasising skilled migrants who could demonstrate entrepreneurship, youth and the 
ability to speak English (Grapsias 2003). These skills were a degree, diploma or some trade 
level qualification.  It was ‘a carefully crafted selection system to bolster the national policy 
of skilled migration as a mechanism for human capital accretion, innovation, and the fuelling 
of productivity and economic growth’ (Shachar 2006, p. 177). However, Yu (2018, p. 27) 
suggests this model is the ‘corporatist supply driven model’ and not quite like the Canadian 
model which is the ‘human capital’ model (Yu 2018, p. 6).   
 
The demand for skilled migrants has not abated and those most attracted are skilled people 
who have a protean career orientation and weigh the move in terms of values, lifestyles and 
personal well-being (Silvanto, Ryan and McNulty, 2015). The protean career model suggests 
a career orientation on the part of the individual to pursue their career rather than 
depending on their organisation to do so (Hall 2004).  
 
This appears to be an apt model to describe skilled migrants driven to pursue their careers 
independently of any organisational involvement. Developed countries are ‘magnets’ for 
migrants (Tharmaseelan, Inkson and Carr 2010, p. 218) and amongst the OECD nations; 
Australia remains one of the popular nations attracting migrants (Gunasakera, Rajendran 
and Grant 2014). For a country like Australia that needs educated, trained and mobile skilled 
migrants, these individuals are a driver of economic growth in host nations and represent 
competitive advantage for organisations (Rajendran, Farquharson and Hawege 2017).  
 
Statistical evidence in Australia shows that in 2015-16, net overseas migration (NOM) 
reflected an annual gain of 182,165 persons, 3.0% (5,300) more than in 2014-15 (Australian 
Bureau of Statistics 2017). The skilled stream accounted for 67.6% of the total. According to 
the 2017-2018 Migration program report from the Department of Home Affairs, the skill 
stream accounted for 68.4 per cent of the total 2017–18 Migration Program outcome 
(Department of Home Affairs 2018). The key determinant of both temporary and permanent 
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migration in Australia has been a focus on skills notwithstanding ebbs and flows in Australian 
migration policy including the extent to which it is politicised (Hugo 2014).   
 
From an historical perspective, Australia is one of those developed countries with a rich 
history of successive waves of migration. Collins (2013, p. 133) comments ‘Australia has 
been a major immigration nation for over six decades, with immigration central to nation 
building’.  As this narrative faded, the emphasis was on the role of migrants to help Australia 
build a self-sufficient industrial economy. Focusing on skilled migrants represented a more 
diffuse approach to immigration compared for instance to the White Australia policy 
officially abandoned in 1973 by the Whitlam Government. After 1973, Australia was declared 
a multi-cultural society (Grapsias 2003).   
 
The discourse on migrants in Australia has undergone a number of discernible shifts from 
the initial perceptions of migrants as ‘new Australians’. There was an expectation the new 
migrants would assimilate in the new nation. The next shift during the 1980s and 1990s 
reflected the cultural pluralism of society.  
 
Migrants were termed as Non English Speaking Background (NESB). This was quite 
counterintuitive because it was not applicable to skilled migrants from the Commonwealth 
countries where English was the official language. In 1996 the term NESB was replaced with 
Culturally and Linguistically Diverse (CALD). However, in making these distinctions, 
marginalising attributes were applied to migrants (Garrett et al. 2010).  
 
There are many reasons to explain the mobility of skilled migrants globally. Despite arriving 
with stocks of capital, they may still encounter barriers in securing employment and 
progressing their careers. Such difficulties may be due to opportunities available to skilled 
migrants remaining unstable because of social and economic factors (Syed and Murray 
2009). Other challenges can include employer views on qualifications (Almeida, Fernando 
and Sheridan 2012). However, as Yu’s (2018) study of finance professionals demonstrates, 
even attaining an Australian qualification does not always mean successful labour market 
entry. The issues are far more complex than simply obtaining a local qualification in an 
attempt to restore the value of cultural capital. Skilled migrants, who legally cross the 
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political border after having clearly demonstrated their capitals, require strategies to restore 
the value of those capitals, such as conversions to Australian standards including bridging 
courses in professions such as Accountancy. However, this strategy did not lead to positive 
outcomes for the participants in the study undertaken by Yu (2018). 
 
There is also evidence of subterranean racisms impeding entry into the labour market and 
the inability of skilled migrants to manoeuvre within in it (Wagner and Childs, 2006, p. 55). 
Employer attitudes, cultural backgrounds, speaking in accented English and ethnicity are all 
compounding factors affecting the career aspirations of many skilled migrants in Australia.  
Other structural impediments include downward mobility and inequality regimes (Fossland 
2013) and the ‘transition penalty’ paid by migrants because finding employment takes 
longer (Lochhead 2003, p.1).  
 
Academic qualifications and overseas experience can also be devalued (Bauder 2003). From 
the perspective of the immigrant assimilation model, the racial ethnic disadvantage model is 
an alternative frame recognising migrants do face persistent discrimination and other 
institutional barriers to employment such as the lack of ‘Australian ready’ skills set (Fleming, 
Kifle and Kler 2016). In spite of qualifications prior to migration, there is a tendency for 
employers not to recognise those earlier work experiences (Productivity Commission 2006). 
 
One significant aspect of these challenges is located at the macro level of Australia as a 
multicultural nation. Eighty-three percent of the Australian population surveyed believed 
multiculturalism is good (Markus 2016). Nevertheless, migration, in Australia remains an 
emotive and controversial issue and very much a ‘combustible phenomenon which 
politicians are either afraid to face or tempted to recruit for their own interests’ (Markus, 
Jupp and McDonald 2009, p. 46). Mares (2011) argues that there is a mismatch between the 
opinions of the elite and that of the public leading to political repercussions for example the 
rise of alternative parties such as One Nation. These alternative parties exploit the fear of 
immigrants in a society suggesting that will lead to a transformation of the character of that 
society.   
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In Australia, this sentiment surfaces in the media as politicians utter how they intend 
changing or adjusting the requirements for migrants such as the recent calls in Australia to 
add values and English tests for permanent migrants ostensibly to preserve social cohesion. 
There is a complexity in the debates surrounding the visible ‘Alien Other’ (Cunningham-
Parmeter 2011). The experience of ‘Otherness’ is evident in a comment such as ‘go back 
where you came from’ made to an immigrant nurse in a study conducted by Omeri and 
Atkins (2002, p. 502). At times, this has resulted in fostering the ‘us’ and ‘them’ mentality 
and the media is, by extension guilty of increasing racism (Van Dijk 2012). The media has also 
played a negative role in categorising and fostering stereotypes, for instance related to 
Chinese ethnic groups (Tan 2003).   
 
As attitudes change, politicians prosecute an agenda to appease an increasingly vocal and 
disaffected constituency. This is similar to politicians in Kenya fomenting anti-Asian 
sentiment and mentioned in section 2.3. That multi-culturalism in Australia may have failed 
was suggested around the time of the Cronulla riot in 2005 with expressions like ‘This is 
God’s country and its time they left’ or ‘I hate the Lebs’ (Carswell 2005, p. 21). These 
comments highlight the tensions in Australia as a multi-cultural society and the role of 
offensive labels, which signifies deeper social divisions (Hale 2015). In the debates on 
immigration, there is an appeal to sovereignty and the fear created by the impending influx 
of migrants especially migrants who attempt to enter the country illegally. In Australia in 
2013, there was a Government policy designed to stem the flow of ‘boat people’ and called 
‘Operation Sovereign Borders’ (Hogan and Haltinner 2015, p. 536). The narrative that 
surrounds the ‘Other’ includes skilled migrants on the same platform as asylum seekers, 
unable to assimilate in society (Yuval-Davis, Anthias and Kofman 2005). This development is 
not in the best interests of any nation with large migrant populations professing to be multi-
cultural. In contrast, the colonial project in Kenya ensured the absence of a multi-cultural 
society. It was a multi-racial society where socio-economic status was determined by race 
(Doro 1979).  
 
There is also evidence that multi-culturalism has broad support in Australia. For example, 
pejorative labels, even in Australia are either reversed or diluted to become ‘emblematic of 
defensive pride’ (Hale, 2015, p. 29).  It is encouraging when migrant communities colourfully 
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respond to stereotyping typified as ‘Go ahead, White Australia, eat your kebabs while you 
remind us of your values’ (Abdel-Fattah 2018, p. 1). There is an unwelcome spotlight shining 
on the attitudes some White Australians espouse towards migrants or any group of people 
that is visibly different. Demonising people of different cultural and ethnic backgrounds is 
just part of the narrative in Australia where on the one hand is a desire to be viewed as a 
tolerant nation and on the other come to terms with an explicitly racist history around the 
dispossession and attempted annihilation of the Aboriginals (Ang 1996).  
 
This section has presented some of the challenges skilled migrants are likely to experience in 
the new host nation. In the following section, the argument is more around the imported 
concept of diversity and its efficacy in ensuring equity of access to employment and career 
opportunities for all. For skilled migrants who have successfully been accepted by the new 
host nation on the strength of their cultural capital and other skills, diversity can represent 
the way forward in realising their aspirations. 
 
2.5 Distant shore and diversity  
 
Historically, migration has enlarged the diversity of talent and skills in both Kenya and 
Australia. From the perspective of the Kenyan Asians, the Trade Licensing Act 1967 
introduced by the Kenyan Government established Kenyanisation and Africanisation. The 
introduction of this legislation affected a great many Asians who had chosen not to become 
citizens (Muller 1981). Whilst, the objectives of Government policy were aimed at remedying 
the politically and economically disadvantaged African majority, many Kenyan Asians were 
unable to operate businesses or engage in employment. This was a more sophisticated form 
of ‘Othering’ and appears to be the complete antithesis of what diversity and inclusivity 
represent. 
 
The colonial plan was to have the colonised imitate the coloniser (Ferguson 2002). In the 
contemporary context, organisations in Kenya imitated imported Western concepts such as 
diversity. After all, diversity plays a role in achieving competitive advantage and overall is 
good for business (Cassell 1996). However, implementing diversity in Kenya has not been 
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successful because there has been no recognition of the deep divisions even within the black 
ethnic groups (Nyambegera 2002). Even though Kenya’s constitution now provides a legal 
framework for countering discrimination, there are still problems in implementing diversity 
initiatives (Wangombe et al. 2013). Diversity in the Kenyan context will find little traction 
because of tribalism. 
 
In multi-cultural Australia, diversity exists and the increasing interest in managing the 
diversity of the workforce isaligned not just around legal compliance issues but also 
harnessing the creativity of people as a strategic advantage (Murray and Syed 2005). There 
would be an expectation on the part of all employees including skilled migrants the 
organisations employing them would have inclusive policies around all human resource 
practices. The reality is that organisations are more inclined to present the ‘face of political 
correctness’ (Kersten 2000, p. 246). This raises the question if diversity initiatives are the 
appropriate mechanism to harness the creativity of diverse individuals. 
 
Skilled migrants in Australia with the capitals deemed essential through the skilled migrant 
program are there to fill those skills gaps determined through public policy. There is an 
expectation on the part of all skilled migrants to engage in employment and career. In this 
respect, the onus is on recruiters and other people management professionals to assume a 
more active role in people centred initiatives (Shen et al. 2009). Better recognition of skills 
and overseas work experience together with equality of access to career building activities 
should be available to all existing and potential employees regardless of their backgrounds 
or employment status. For this to occur, there may be a need on the part of such 
professionals and other ‘gatekeepers’ to hear and engage in discourses that are different 
and cease from engaging in covert forms of ‘Othering’. This requires an ability to display an 
impartial approach to the multiplicity of perspectives and remain open to transformation. 
Kersten (2000) associates this with the Kantian requirement of impartiality with a stress on 
‘radical plurality’ (p. 239).  An acceptance of this perspective may lead to being open to the 
views and perspectives of others. Otherwise, diversity management proves to be ineffective.   
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2.6 Conclusion 
 
This Chapter began by providing the historical background using the field as a conceptual 
tool to frame the experiences of the Kenyan Asians in a colonial and post-colonial Kenya.  
This field is relevant for the Kenyan Asians who were initially reduced to the ‘Other’ by the 
British and then in post-colonial Kenya, by the Africans. The notion of field is also another 
way to frame the challenges experienced by skilled migrants in the new host nation. The 
Chapter went on to suggest that as an outcome of particular experiences in Kenya, members 
of the Asian minority sought refuge in other developed nations. For many who chose to 
leave and had the opportunity to do so, these developed nations represented the next 
distant shore. However, multi-cultural Australia would hold a different set of ‘Othering’ 
experiences in relation to employment and career. These experiences could lead to broader 
questions of the utility of capitals in framing the career experiences of skilled migrants. The 
next Chapter examines theoretical perspectives grounded in three strands: skilled migrants, 
Bourdieu’s conceptual framework and career. 
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Chapter 3 Skilled migrants, capitals and careers: theoretical 
perspectives 
3.1 Introduction 
 
In drawing upon the earlier work by Bourdieu based on his research in Algeria, the previous 
Chapter is positioned as a field because even though Bourdieu had not explicitly stated 
colonialism as a field, it was implicit. In effect, struggle and conflict characterise the field of 
colonialism. There was experience of ‘Othering’ and this may continue in Australia, in the 
light of Chapter 2’s reporting of empirical research about career experiences of skilled 
migrants in Australia. Against that historical backdrop, the Asians deployed their capitals in 
various ways in colonial and post-colonial Kenya. In reviewing and evaluating the existing 
scholarship, this Chapter draws upon three critical strands in the literature: skilled migrants, 
Bourdieu’s concepts (capitals, field, and habitus) and career.  
 
Broadly, the review on skilled migrants begins with how skilled migrants are defined and 
conceptualised. The second strand shifts focus to the concept of capitals as articulated by 
Bourdieu in particular those developed to understand ethnic minorities. The various 
critiques his concepts have generated is also examined. Two other concepts that are a part 
of his framework, —field and habitus—are included. The field is a site of conflict with a 
particular emphasis on the challenges experienced by skilled migrants. The focus then shifts 
to the role of habitus before examining work and employment as precursors to an 
understanding of career.  
 
The Chapter is organised as follows: Section 3.2 examines the scholarship on skilled 
migrants. Section 3.3 and its subsections 3.3.1 and 3.3.2 detail the engagement with 
Bourdieu’s theoretical concept of capitals relevant to this study.  Following this is section 3.4 
on social capitals and two subsections.   
 
An examination of field is in section 3.5 and habitus in section 3.6. Section 3.7 is on work and 
a subsection on employment. Work and employment represent the building blocks in 
understanding career; examined in turn in section 3.8.  In section 3.9, the disparate strands 
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in the literature are drawn together to identify the critical focus and framework for this 
study leading to the research question. The purpose of this chapter is to draw out theory 
and themes to appropriately frame the research question. This can be used to drive the 
collection and analysis of the empirical data from skilled migrants. This will enable critical 
reflection on the literature reviewed here. It is argued that Bourdieu’s framework is 
challenging to operationalise for empirical research but that capitals merits being the 
starting point. 
 
3.2 Skilled migrants – a contested construct 
  
Chapter 2 reviewed the political, social and economic context for the Kenyan Asians. While 
this study is not a detailed examination of migration policy, this section of the Chapter will 
outline the contest over skilled migration including the debate on its construction and 
meaning. The inclusion of this material is with a view to identifying clearly the contexts of 
this study, one that shapes consideration of skilled migrant discourses. The research shows 
there is conjecture centred on the definitions of skilled migrants transcending relevant 
matters of policy and practice. There are also competing theoretical explanations for the 
movement of skilled migrants. However, a comprehensive discussion of research on the 
complex issue of migration is limited to identifying skilled migration as an area of policy 
context. The substantive focus of the Chapter is an analysis of capitals and careers as more 
directly connected to the research question.   
 
The literature defines the skilled migrant group as internationally mobile skilled 
professionals (Silvanto, Ryan and McNulty 2015), self-initiated expatriates (Cao, Hirschi and 
Deller 2012), highly skilled migrant minority ethnic workers (Al Ariss et al. 2012a) or qualified 
immigrants (Zikic, Bonache and Cerdin 2010).  
 
A finer distinction suggests sell-initiated expatriates are those who move from developed to 
developed nations whereas skilled migrants are those who move from developing to 
developed nations (Al Ariss 2010).  Neault (2014) argues skilled migrants are not expatriates 
because they are supported by their organisations to travel overseas as part of career 
55 
 
development. Cao, Hirschi and Deller (2012) suggest all skilled individuals from developing 
and developed countries are individuals who have expatriated themselves for boundaryless 
careers. International students in Australia choosing to remain and work are skilled migrants 
(Ziguras and Law 2006). They pursue the path to permanent residency and Australian 
citizenship referred to as ‘the two step migration process’ (Hawthorne 2010, p. 5).   
 
A more inclusive definition of skilled migrants includes not just the possession of tertiary 
qualifications but significant work experience as well. Occupational categories within this 
broad encompassing term include accountants, finance professionals, scientists and teachers 
amongst others (Iredale 2005; Vertovec 2002). Skilled migrants also include specialised 
technicians, tradespersons, investors and business professionals (Iredale 2001). Beine, 
Docquier and Rapoport (2007) suggest that the even though skilled migrants are defined by 
their levels of education, there is no clear picture if this education was obtained in their 
home countries or the host country. 
  
Another stream in the literature on key constructs highlights the gendered experience of 
migration. This is a departure from the traditional image of men as migrants possessing the 
necessary skills and experience as well as being the most mobile of migrants (Dicken 2011).  
The literature portrays women as playing support roles in a domestic capacity whilst men 
have the status of breadwinners (Pratt and Yeoh 2003). This theme of passivity appears in 
other studies reinforcing the notion of women as dependents and passive players in the 
migration process (George and Chaze 2009; Kofman, 2004; Boyd 1997; Morokvasic 1984). 
Yet, research suggests there are increasing numbers of women who migrate as principal 
migrants from developed and developing countries (Docquier et al. 2012; Dumont, Martin 
and Spielvogel 2007). Gender also entails men and women as having different experiences of 
migration as they settle in the host country (Ho and Alcorso 2004).  
 
In the academic literature, there is no single definition of skilled migrants and this has led to 
suggestions for further research to provide some level of clarity on this issue (Crowley-
Henry, O’Connor and Al Ariss 2016). However, in this study, the broader definitions outlined 
earlier are relied upon rather than the narrow definition of a skilled migrant having a 
University degree or extensive experience in a given field (Al Ariss et al. 2012a), the highly 
56 
 
educated and experienced individuals (Al Ariss and Syed 2011) or the immigrant 
professionals (Fang, Zikic and Novicevic 2009). This study includes both women and men as 
skilled migrants. Skilled migrants are unique not only because of their rich diversity in their 
human and social capital, but also their move is permanent and the desire is migration (Zikic 
2015).   
 
The need for skilled migrants 
 
Skilled migration remains a key feature of national and international economies (Connell and 
Burgess 2009). The need for skilled migrants is due to the skills shortages, aging populations 
and decreasing fertility rates in the developed nations (Al Ariss and Özbilgin 2010). There is 
also the ‘race for talent’ amongst the OECD nations in a bid to retain or gain a competitive 
advantage (Shachar 2006). Human capital is essential to economic growth and 
competitiveness (D’Costa 2006). However, the main critique around the human capital 
approach to skilled migration has been its focus on economic productivity to the exclusion of 
other factors as well as a failure to acknowledge some of the systematic constraints on 
access to labour market opportunities skilled migrants face (Fossland 2013; Ho 2006; Ho and 
Alcorso 2004). Erel (2010 p.649) terms human capital as the ‘rucksack approach’ rather than 
a ‘treasures approach’, which is more aligned to Bourdieu’s concept of capitals  
 
While there is a need for skilled migrants in developed countries, there are also other factors 
to explain this mobility. These can include various factors such as family and career as well as 
non-career motives (Zikic 2015). Further reasons are lifestyle, family and escaping political 
instability (Terry and Lê 2013). Certainly, through improved access to technology, migrants 
do have better access to information compared to previous times and this means that there 
is a multiplicity of reasons such as economic opportunity, proximity to family, lifestyle, 
adventure, change, challenge or escaping conflict and political strife to explain why people 
migrate (Harvey 2012). Another stream in the broader aspects of the literature on skilled 
migrants concerns reasons why some skilled migrants may harbour a desire to return to 
their country of origin versus a desire to stay.   
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Return or stay? 
 
Two other features associated with migrants generally are the ‘myth of return’ and the 
‘decision to stay’. It is expected migrants will at some point return to their country of origin 
especially when the personal experiences in the host country have been turbulent (Erdal and 
Ezzati 2014). The ‘myth of return’ popularised by Anwar (1979) and characteristic of the 
early phase or pioneer phase of Pakistani settlement in Britain may well be applicable to 
other migrants as well. Ties do exist and there is a suggestion that migrants tend to maintain 
contacts and do have a sense of identity about their country of origin (Vertovec 2001). This 
myth of return actually captures the psychological, political and cultural processes through 
which migrants think about a return to the homeland even when the likelihood of being able 
to do so fades further into the distance (Carling 2015). A divergent view suggests it might be 
more appropriate to replace the term ‘myth of return’ with the ‘return fantasy’ although not 
in pejorative fashion. Rather, accept having fantasies are a human response to imagining 
future possibilities and making sense of the present (Bolognani 2016). Amongst migrants, 
this attachment to the place of origin and the new host nation does exist (Waldinger 2008).  
 
The decision to stay has some relationship with the original reasons for migrating. It is an 
important factor in understanding how the motives for migration can affect adjustment in 
the host nation (Crowley-Henry, O’Connor and Al Ariss 2016). A qualitative study on 
academic expatriates in Korea found a link between the motives to expatriate and cross-
cultural adjustment (Froese 2012). A further qualitative study reported the success of 
qualified immigrants in France was dependent on their decision to integrate which in turn 
was dependent on their motives to migrate (Cerdin, Diné and Brewster 2014). The next 
section considers the literature using capitals to frame skilled migration. 
 
3.3 Skilled migrants and capitals 
 
Previous studies in Canada, Britain and Europe have reported on the movement of skilled 
migrants to developed nations and examined these experiences using Bourdieu’s concept of 
capitals. Some of the studies had a focus on careers such as the qualitative studies 
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examining how skilled migrants from Lebanon mobilised their capitals as a way of attaining 
international careers in France (Al Ariss and Syed 2011). Another qualitative study examined 
the career development of immigrant engineers in Canada framing this around social and 
cultural capital (Friesen 2011). The use of capitals in the context of labour markets is another 
focus in some studies. For example, Erel (2010) studied the cultural capital of women skilled 
migrants of Turkish and Kurdish origin. Social capital and social networks formed the basis of 
examining the employment experiences of South Asian doctors in Britain and pointed to the 
existence of pre-migration social capital (Raghuram, Henry and Bornat 2010).  
 
Employability was the focus of another qualitative study examining how skilled migrants 
from Zimbabwe used their social and cultural capitals to negotiate favourable employment 
outcomes (Thondhlana, Madziva and McGrath 2016). A familiar theme, as noted in the study 
of Indian immigrants to Britain has been the issue of disadvantage related to a devaluation 
of qualifications and underemployment. This led to a move towards ethnic –segmentation of 
the labour market that also caused a questioning of their success and if they should return to 
their country of origin (Qureshi, Varghese and Osella 2013).  
 
In reviewing, the scholarship on the studies in Australia and New Zealand, the ethnic identity 
of Indian women migrants in New Zealand has been explored (Pio 2005). An earlier study 
examines Greek migrants and their beliefs and perceptions on whether Australia had been 
the ‘lucky country’ for them (Grapsias 2003). The challenges faced by migrant women from 
non-English speaking backgrounds in Australia (Syed and Murray 2009), the experience of 
Chinese skilled migrant mothers in New Zealand (Wu 2009) and the psychological contract of 
highly skilled immigrants in Western Australia (Casado and Caspersz 2016) are also other 
Australian and New Zealand based contributions.  
 
Reesia’s (2010) study in Australia examines the job search experience of skilled dual migrant 
couples from non-English speaking backgrounds. Gowan’s (2014) thesis explores the 
exclusion and inclusion in the work place of highly skilled Indian migrants. The achievement 
of life satisfaction of Sri Lankan and Indian skilled migrants in Australia is another study 
(Gunasakera, Rajendran and Grant 2014). The participant group surveyed in the last study 
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led the authors to conclude that the working Sri Lankans and Indians were satisfied with 
their lives in Australia.   
 
Although the Australian and New Zealand scholarly contributions do highlight the challenges 
of the labour market experiences faced by skilled migrants, these studies have not drawn 
upon Bourdieu’s concept of capitals to apprehend these experiences. The exception is Wu’s 
(2009) study applying both capitals and habitus within the context of education and the 
experiences of Chinese migrant mothers in New Zealand. The construct of capitals provided 
a more inclusive framework to study the experiences of ethnic minorities rather than 
acculturation theory (Wu 2009). Whilst this study and the others noted above provide many 
insights into the experiences of skilled migrants, these Australian and New Zealand studies 
have not applied attention to career experiences of skilled migrants from a developing 
country that may be subjected to ‘Othering’ experiences in their countries of origin prior to 
migration to a developed nation.   
 
This study aims to address these issues and a starting point for this analysis is the concept of 
capitals, a part of Bourdieu’s conceptual toolbox (Reay 2004). However, in fully grasping the 
complexity and ambiguity of skilled migrants’ experiences, the use of field and habitus as 
additional concepts can generate further layers of meaning to gain a better understanding of 
the depth of those experiences.  As suggested by some scholars (Friesen 2011; Al Ariss 2010; 
Zikic, Bonache and Cerdin 2010; Patel and Conklin 2009), there is a potential role for all three 
concepts to aid the assessment of skilled migrant experiences. Further, there is an interest in 
transnational contexts to explain the careers of skilled migrants (Joy, Game and Toshniwal 
2018; Tharmaseelan, Inkson and Carr 2010; Morawska 2003).  
 
This aspect is important because skilled migrants arriving in any host nation are already a 
product of a social world and do not arrive tabula rasa. They have already engaged in the 
acquisition of capitals and arguably would have had prior career experiences. Developed 
nations continue to need skilled migrants irrespective of definitional issues. However, there 
is research in support of the application of Bourdieu’s concepts to skilled migrants. The next 
section explores ‘Bring Bourdieu Back In’ (BBBI), the acronym used by Fine (2010). 
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Bourdieu’s work on the three main types of capitals informs the conceptual framework for 
this study. 
 
3.4 Bring Bourdieu back in  
 
There has been renewed interest in the work of Bourdieu and the scope of social capital has 
widened to include race and gender issues. His concepts have been applied to a number of 
disciplines informing research in education (Tzanakis 2011; Reay 2004), mentoring and social 
capital in the context of career development (Hezlett and Gibson 2007), career decision 
(Hodkinson 1998) and career mobility (Gabbay and Zuckerman 1998). New types of capitals 
have been introduced such as spiritual capital (Grace 1995) and emotional capital (Nowotny 
1981). Fine (2010) advocates Bring Bourdieu Back In (BBBI), for its promise of the ‘peg of 
wider potential applicability’ (p. 7).  
 
However, using the theoretical constructs proposed by Bourdieu presents theoretical 
challenges for researchers in a number of areas. These challenges are associated with his ‘ill-
defined’ language (Heath, Hasley and Ridge 1982, p. 88).  His ‘ornate and paradoxical style’ 
of writing presents further difficulties (Sewell 1992, p. 14), but this may have something to 
do with translating his works in French to English (Swartz 2008). A more cogent issue is the 
use of a conceptual framework developed many years ago to explain class structures in 
Europe applied to French contexts (Nowicka 2013). There is a sharp criticism of his emphasis 
on economic capital because of a failure to transcend the Marxian concept of capital (Desan 
2013).  More criticism of his approach and concepts is evident in the research. For example, 
Van de Werfhorst (2010) argues that only the objectified form of cultural capital is 
measurable and it is not possible to operationalise habitus in empirical research.  
Similarly, Sullivan (2002) claims the concept of habitus is ‘theoretically incoherent’ (p. 144). 
Jenkins (1982) claims the concept of habitus is too deterministic. The particular concept of 
habitus has even led to criticism of researchers who tend to use the concepts in so many 
studies. Hey (2003 cited in Reay 2004, p, 432) suggests it is used like ‘intellectual hair spray’1. 
                                                 
1 Hey, V., 2003. Identification & mortification in late modernity: New Labour; alpha femininities & their dis/contents. In Keynote Address at 
the 2003 International Conference of Gender & Education,University of Sheffield. Key Note Address not published. 
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The fundamental criticism around this concept is around its attempt to dissolve the divide 
between structure and agency. It is also about whether the agent possesses the ability not 
only to challenge but also to change immutable structures (Sewell 1992).   
 
There is significant debate and disagreement about habitus relative to the causal powers 
given to agency and to structure. Bourdieu rejected the idea of people as conscious and 
rational social actors because individuals react in habitual and ‘conventionalised ways’ 
(Ingihilleri 2005, p. 128). In contrast, (Özbilgin et al. 2005) argue that in Bourdieu’s view 
social actors can and do exercise an ability to think independently. Nonetheless, taking a 
rigid view on habitus does not adequately explain why agents are not ‘social dupes’ at the 
mercy of structures because they have not been constrained by structures (Duberley, Mallon 
and Cohen 2006, p. 292).  In this ongoing debate on structure and agency the role of habitus, 
Sewell (1992, p. 15) suggests people are not ‘cultural dopes’. Using Bourdieu’s study on the 
Kabyle in Algeria, Sewell (1992, p. 15) suggests that people are ‘endowed with the capacity 
to engage in highly autonomous, discerning and strategic actions’.  
 
The interaction of the habitus with structure demonstrates a power in shaping career 
choices as well as ‘lived realities’ of people (Afiouni and Karam 2014, p. 551). However, 
Tomlinson et al. (2013) in an investigation of women in the legal profession concluded that 
career progression was hampered as a result of structures that in turn required the agents to 
play the game in order to progress in their careers. Section 3.6 provides a further exploration 
of the criticisms of habitus. It is important to acknowledge the lack of precise definitions and 
the ‘highly abstract’ and contested nature of the terminology used by Bourdieu (Laureau and 
Weininger 2003, p. 588). This study does not engage with an examination of the variety of 
definitions with regard to the concepts, nor probe in depth the debate around the issues of 
the divide between the objective and subjective world or any other dichotomies. Bourdieu’s 
project has been described as essentially deterministic and because of all the different 
interpretations of his constructs, ‘Bourdieu seems at times to mean all things to all people’ 
(Jenkins 1982, p. 271). Nevertheless, grasping and understanding the concepts remains 
dependent on the different project goals the researchers aim to reach (Shirley 1986).    
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Notwithstanding the contested nature of the concepts, these are foundational in this study 
and provide a fertile ground for investigating the experiences of skilled migrants. Any 
scholarly engagement with these concepts and Bourdieu’s overall work represents an ‘eye 
opening’ experience, requiring researchers to be deeply thoughtful on issues of 
epistemology and methodology in social research (Özbilgin and Tatli 2005, p. 858).  
Bourdieu’s work also demonstrates the interrelated and interdependent nature or the 
relational aspect of the concepts that adds to the complexity (Silva and Edwards 2004).   
Researchers tend to not only misappropriate his concepts but also separate these 
(Emirbayer and Johnson 2008).  In other words, field, capital and habitus are designed to be 
used together to realise their full potential.  Above all, it is an invitation for the researcher to 
think ‘beyond Bourdieu, and against him whenever required’ (Bourdieu and Wacquant 1992, 
p. xiv) 
 
Nevertheless, there is evidence suggesting the concepts have been used relationally in 
research conducted through an examination of articles between 1980 and 2004 (Sallaz and 
Zavisca 2007). For the purposes of examining career, a relational aspect is paramount 
(Mayrhofer et al. 2004). This is due to factors operating at the macro, meso and micro levels. 
The macro level can include conditions such as the labour market. The meso occurs at the 
organisational level and the micro is at the level of the individual (Al Ariss and Syed 2011).   
 
Özbilgin et al. (2005), position the habitus at the meso level but still assign it at the micro or 
the level of the individual. The habitus, it is argued provides a ‘connective tissue’ between 
these three levels (Vaughan 2008, p. 73).   
 
The concepts of capitals, field and habitus are adaptive and flexible (Silva and Edwards 
2004). Huppatz (2004) highlights the evolving nature of capitals thus demonstrating that it is 
not such an inflexible concept.  However, this suggestion of evolution implies change and 
adding a further layer of complexity for researchers. 
 
Considering these insights, it is apparent BBBI is not without controversy and questions arise 
as to whether the concepts of capitals, field and habitus are useful in explaining social 
phenomena. The complex and fluid nature of the concepts, the difficulties associated with 
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definitions, operationalising these and the manner of use all signify challenges to 
researchers.  However, there is still a level of support for the use of the concepts because it 
can lead to more nuanced and holistic understandings of the social phenomena under study. 
Despite the enunciated challenges, a significant advantage for the researcher is that 
engaging with these concepts requires constant epistemic reflexivity on the part of the 
researcher. This Bourdieusian concept underpins the relational aspect of his work enabling 
richer descriptions of the social world as agents interact in the field. One consequence of this 
is that there is a requirement for the researchers to question their own reflections and their 
own placement in the field of research (Maton 2003). 
 
The issues and contexts surrounding the careers of skilled migrants are multi-faceted and it 
is important to acknowledge the role played by factors such as ethnicity, language, religion 
together with legal and economic circumstances on the careers of migrants (Syed 2008). An 
important addition to this is a consideration of the historical context of the country of origin 
and how visible markers such as gender, race and class should not be overlooked in 
capturing the ‘lived experiences’ of people. In the context of colonialism and post 
colonialism, migrant responses to the types of challenges evident in the new field and the 
role played by the habitus may offer alternative insights to the study of the experience of 
distinct ethnic minorities who have had previous experiences of ‘Othering’. The next section 
explores the capacity of Bourdieu’s concepts and frameworks to inform this discussion.  
 
Capitals 
 
As a concept, capital tends to be associated with economics or finance. Bourdieu, however, 
does not subscribe to this economic view of capital. The terminology ‘capital’ implies 
economics but his work is explicit in that it goes beyond economics and rational choice (Kelly 
and Lusis 2004). Bourdieu himself argues, ‘the only thing I share with neo marginalist 
economists are the words’ (Bourdieu quoted in Wacquant 1989, p. 42). He views capitals as 
‘the goods material and symbolic, without distinction, that present themselves as rare and 
worth of being sought after, in a particular social formation’ (Bourdieu 1986, p. 248). 
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A key point is the value ascribed to these capitals as well as the need for their activation for 
purposes in the social world (Lareau and Horvat 1999). However, activating these sought 
after capitals is contingent on the individual’s skill and capacity to do so. For skilled migrants 
the process of migration activates these capitals, as they need these to satisfy the visa 
requirements and post migration the use of these capitals is evident in labour market 
integration within the host nation. The use of capitals is also evident in building and 
progressing careers.  
 
According to Huppatz (2009) Bourdieu identified three types of capital as part of his original 
approach. These are economic, social and cultural capital. Symbolic capital as the fourth type 
was added later in 1992 (Huppatz 2009). Symbolic capital is a legitimate type of capital 
because it conveys some sort of standing in society. Gaining symbolic capital relies on the 
other three capitals. Expanding on the types and subtypes of capitals attests to the evolving 
nature of capital because it has given researchers the opportunity to expand on these to 
explain social phenomena. For example, emotional capital, spiritual capital, and career 
capital have also emerged. Economic capital, in Bourdieu’s view (1986) is associated with 
financial and other assets.  
 
The key message here is ‘worth’ and the fact people in society actively seek economic 
capital. As this form of capital is valuable, it also means competition for this form of capital is 
evident amongst the agents in the field. The importance of possessing this form of capital 
means it is convertible into the other forms of capital such as cultural and social capital. 
Economic capital is distinctively material (Everett 2002). It also includes physical assets 
owned as well as income earned, whether it is through working for an employer or engaging 
in self-employment. Thus, economic capital is markedly visible, quantifiable and measurable 
such as assets, bank balances and even superannuation funds.  
 
In the context of skilled migrants, there has been an extension of what constitutes economic 
capital. It encompasses items such as scholarships or bursaries, in effect any form of 
monetary assistance from family or networks (Al Ariss and Syed 2011). Another form of 
economic development is evident in the historical development of Australia. As nation 
building was critical, the colonial Government of the day played a critical role in extending 
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government assistance to new arrivals under the various passenger migrant schemes. These 
new arrivals had the skills much needed in the new colony (Haines 1997). An estimated over 
a million people from Britain arrived after the Second World War paying only ten pounds 
and the children travelled free (Thomson 2002; Thompson 1999). Currently, there are no 
passenger assisted schemes offered by the Australian Government for skilled migrants. 
Skilled migrants arriving with little or no economic capital would have to rely on existing 
family members or their own networks (Al Ariss and Syed 2011). The next subsection 
represents a break with the rigid materiality of economic capital and focuses on cultural 
capital.  
 
Cultural capital 
 
Bourdieu’s concept of culture is very much in the context of his research on education. The 
first mention of cultural capital was in 1974 but the theoretical concept was developed in 
collaboration with Passeron in 1979 (Laureau and Weininger 2003; Lamont and Laureau 
1988). Cultural capital can also include skills, competence and educational credentials of 
parents (Laureau and Weininger 2003). Cultural capital exists in three states. In its 
objectified state, cultural capital is visible through books, art and cultural products 
(Chudzikowski and Mayrhofer 2011). In this form is it akin to economic capital because of its 
tangible and material aspect. What is significant here is also the realisation that both cultural 
and social capitals would represent factors mediating class structure (Desan 2013). This 
means that the distribution of cultural capital is not even in any society any more than 
economic capital is. 
 
According to Bourdieu: 
 
‘Cultural capital can exist in three forms: in the embodied state i.e., in the form of 
long-lasting dispositions of the mind and body; in the objectified state, in the form of 
cultural good… and in the institutionalized state’ (Bourdieu 1986 p. 242, italics 
original).  
 
The institutionalized form of cultural capital includes academic qualifications. In the 
embodied form, it is within the mind and body or the disposition of the individual. This can 
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also extend to the body such as clothing and the way people walk (Everett 2002). Aligning 
with the above definition would also mean habitus be considered as a form of embodied 
cultural capital because it is the ‘mind’ where these ‘dispositions’ reside. The contentious 
issue is whether habitus is embodied cultural capital. Notwithstanding, Hey’s earlier criticism 
(cited in Reay 2004, p. 432) or the weakness of the concept in explaining change (Mutch 
2003) the habitus is still better understood as actions taken by individuals to resolve 
challenges. This moves away from the rather static view of habitus as determining all actions 
(Devine-Eller 2005).   
 
The application of cultural capital is also visible in ethnic studies explaining why members of 
society, perceived as disadvantaged, do not attain educational or other success (Modood 
2004). There is a suggestion any consideration of ethnicity in Bourdieu’s concept of culture is 
lacking (LiPuma 1993). Counterbalancing this is the view suggesting ethnic social relations 
and the institutions such as family associated with those ethnic groups are channels from 
which cultural and social capital flow (Shah, Dwyer and Modood 2010).  
 
Internalising values such as the importance of education and learning are important 
especially if a family’s stock of economic capital is low. Such values can help to overcome 
disadvantage of the type associated with being a minority. It may also explain why education 
as an avenue of upward mobility for the Kenyan Asians was so highly prized (Herzig 2006).  
 
As mentioned earlier in section 3.2, ‘treasures’ is the correct term to use when describing 
the resources such as cultural capital migrants possess (Erel 2010). The migrants can use the 
treasures or the stocks of capitals strategically to engage and negotiate with institutions for 
better outcomes. These treasures also include access to networks or social capitals. In this 
process, migrants actually create their own cultural capital and therefore add new treasures 
in the form of new skills (Erel 2010). This shows active engagement and exercise of agency 
rather than behaving like passive agents and allowing structural constraints such as the 
labour market to determine outcomes. An examination of embodied and institutionalised 
capital follows next. 
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Embodied cultural capital 
 
Language is an embodied form of cultural capital. Skilled migration to Australia requires 
proficiency in English. For skilled migrants who arrive from developing countries, the ability 
to speak the host nation’s language has a connection with the historical context of the 
country of origin. This is why a consideration of Kenya as a former British colony requires 
explication. It helps to appreciate the political and economic realities arising from how a 
colonial power imposed its own culture and language. In Kenya, there were structural 
inequalities inherent in a tripartite racial system (Kristiansen and Reyn 2002). Certain ethnic 
groups were unequal (Mamdani 1996). The Asians experienced many injustices and racially 
motivated humiliations in a colony that was quite compartmentalised (Ghai and Ghai 1965).  
As the colonisers, the European settlers occupied the apex of the pyramid, people with 
brown skins in the middle and all black skinned people relegated to the base of the pyramid. 
The colour of one’s skin determined which strata the ethnic group was located and it was 
inconsequential if there were different ethnic groups, communities or tribes within each 
racially distinct group.   
    
Africans too experienced these forms of discrimination in the colony.  This is what the ‘Us 
and Them' binary mode of thinking was the basis for colonialism as it represented the 
‘Other’ as primitive or backward (Said 1978). Anyone who was not European was this 
‘Other’. This should not come as a major surprise given the rationale for colonialism as 
practised not just by the British but also by other European powers.  Yet the influence of the 
former colonial power was pervasive as post-independence structural inequalities in the 
former British colony of Kenya persisted in the nationalisation and Africanisation policies in 
which Asians were the visible ‘Others’ or ‘strangers’ (Oonk 2015). Many Kenyan Asians 
experienced barriers in their career experiences. Opportunities for advancement were 
limited because of the Kenyanisation and Africanisation policies. Chapter 2 also highlighted 
this theme of the ‘Other’.  In effect, the pyramid of social relations based on race in colonial 
times in a post independent Kenya was inverted.  However, it did not reflect a single national 
identity as a Kenyan but an identity still bounded by race. The result was one could be a 
Kenyan citizen but deemed as of Asian origin.  A post-independent Kenya for the Asians 
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intensified their experiences as a marginalised people. The concept of the ‘subaltern’ can 
also assist in understanding this experience. 
 
The term subaltern is derived from the work of Antonio Gramsci (1891-1937).  It provides 
another dimension in understanding the background of Kenyan Asians. Subalterns are 
marginalised people, denied a voice by the powerful, whether it was the British during 
colonial times or the Africans after Kenya gained independence.  The concept of subaltern 
has been embraced by a number of historians from the Indian subcontinent especially Spivak 
(1988). She asserts the subaltern is not just a sophisticated word for ‘oppressed, for the 
Other’ or for somebody who is excluded from any benefits.  In effect, it is much more than 
that. Everything in post-colonial terms that has limited or no access to the cultural 
imperialism is ‘subaltern’.  As a minority under the British rule and later as a minority under 
African rule, the subaltern concept does resonate rather powerfully when considering the 
Kenyan Asians.  It gives rise to the question — could wearing the minority label in the 
country of origin and settling in multi-cultural Australia have any impact on one’s career 
experiences?  As yet, this is not wholly understood, but by explicitly exploring the points of 
view expressed by participants in this study, it may be possible to address this question. 
 
Returning to the point made earlier with regard to language as embodied cultural capital, as 
a former British colony, English was entrenched as the lingua franca. It was a type of 
linguistic oppression conferring the label, ‘Made in Europe’ (Wa Thiong'o 1993, p. 35). The 
dominance of English and the role the language has played as a global tool of power and 
imperialism is well-known (Phillipson 2009; Syed and Murray 2009). Language as a form of 
capital as influenced by the colonial past becomes even more significant when considering 
the view that the colonised do take on the coloniser’s language and culture too (Fanon 
2008). Language is not just an instrument of knowledge; it is also an instrument of 
domination (Everett 2002).  British rule in Africa lasted for a shorter period when compared 
to India. Nonetheless, sociolinguistic research into language maintenance and language shift 
in Nairobi, the capital of Kenya in 1962, revealed extensive bilingualism within Asian families 
in the home as well as outside it (Herzig 2006).  Although, Kenyan Asians are known to be 
literate in a number of languages, many do speak English as a first language.  
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The British system of education delivered in the English language presented an opportunity 
for social mobility amongst the Kenyan Asians who recognised the value of this capital 
(Herzig 2006). Colonial dynamics ensured English dominated the formal system of education 
and many in former British colonies saw the importance of English in employment 
opportunities and for the future of their children’s education (McGrath, Madziva, and 
Thondhlana, 2014; Trudell 2005). Parents of Kenyan Asians also highly valued the British 
system of education (Brah 2006). The ability to speak the host nation’s language can present 
many advantages but for skilled migrants in English speaking countries the lack of English 
can prove to be barrier to jobs matching their skills compared to those who lack such skills 
and then gravitate towards jobs in migrant communities (Syed 2008). Complicating this is 
the display of intolerance towards those who speak English as a second language (Pio 2005). 
This lack of fluency in the language particularly amongst migrants from non-English speaking 
backgrounds means less success in securing employment (Hosoda and Stone-Romero 2010).  
 
Consequently, being able to speak the language of the host nation is a significant form of 
embodied cultural capital possessed by skilled migrants, facilitating career experiences. It is 
an advantage if there is a display of linguistic style and the ability to manipulate the 
language.  Skilled migrants who migrate from developing countries once part of the British 
colonial empire may well be at an advantage in host nations where English is the official 
language.  
 
Those who are adept in the language can even display the ‘chameleon effect’ (Chartrand and 
Bargh 1999, p. 893). This relates to the ability to switch between accents of another 
language. Despite the criticism levelled at the use of metaphors as parasitic (Ortony 1975), 
communicative competency in the target language is highlighted through the use of 
metaphors (Littlemore and Low 2006; Danesi 1986). 
Institutionalised cultural capital 
 
This form of capital is not the mind and body as is the case with embodied cultural capital.  
Rather it is indicative of certification or competency granted by some external body, which 
has value. Academic qualifications are just one form of Institutionalised capital implying 
70 
 
there has been time invested to acquire this form of capital. These credentials are 
‘recognized as signifying some form of cultural competence on the part of the individual who 
possesses the credential’ (Wildhagen 2010, p. 521). What is significant is the value conferred 
on that individual; leading to a form of differentiation because people can possess varying 
levels of this institutionalised cultural capital (Al Ariss and Syed 2011).  This type of capital 
also depends on other factors such as financial support from family. Interestingly, Bourdieu 
sees academic qualifications as ‘a weak currency and possess all their value only within the 
limits of the academic market’ (Bourdieu, 1977, p. 507). Yet for skilled migrants, the 
possession of forms of institutionalised capital is a prerequisite not only satisfying the skilled 
migrant requirements but also the ability to gain employment commensurate with these 
qualifications. The academic market does not have a monopoly over the necessity of 
qualifications. Some form of institutionalised cultural capital is also vital for the pursuit of 
career experiences across a range of labour markets. 
 
However, the evaluation of these capitals in host nations is where skilled migrants may 
experience levels of distress. This is heightened especially if capitals tend to be devalued 
(Kelly and Lusis 2006), if there is a drift to lower levels of classifications of employment (Nee 
and Sanders 2001), or the risk is always present of only finding employment in what have 
been termed ‘3D’ (dirty, dark and dangerous) jobs (Athukorala 2006). When considering 
institutionalised cultural capital of skilled migrants, the lack of recognition of overseas 
qualifications usually necessitates some form of further study to convert to the standards 
prescribed by professional bodies in host countries or reskilling as a means to restore the 
value of those capitals (Parutis 2014). Failure to convert can lead to jeopardising 
employment opportunities. Worse, the skilled migrant gains employment in work that does 
not accord with their qualifications, skills and experience resulting in job to education 
mismatches (Nielsen 2011).  Further, the skilled migrant could stop looking for work they are 
qualified in and opt to find work in their own ethnic groups (Qureshi, Varghese and Osella 
2013). Unfortunately, investments in cultural capital may not always provide a return on that 
investment (Holt 2008). As was pointed out in Chapter 2, in the study by Yu (2018) of finance 
professionals in Australia, gaining Australian qualifications as a form of investment in cultural 
capital did not lead to better labour market outcomes for them. 
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Cultural capital for skilled migrants and the two forms explored here shows that there is an 
historical perspective to be factored in particularly when considering the experiences of a 
minority from a developing country. The social field in which the capitals accumulate is 
important especially in this historical context because of the values and practices of a 
colonial power imposed on the colonised. The colonial project ensured the acquisition of 
valorised cultural capital in the country of origin also became essential in the host country 
where English is the dominant language. However, post-migration, may lead to a 
devaluation of this form of cultural capital for some skilled migrants. This dimension is 
explored in section 3.5 termed the ‘field of struggles’. These negative influences may affect 
skilled migrant career experiences because cultural capital becomes critical for career 
experiences. However, there is a role for social capital and this is examined next.  
Social capital 
 
Although social capital is more commonly associated with Putnam (2000), Bourdieu’s view 
on social capital is that like other capitals; it is open to accumulation by individuals. 
Bourdieu’s (1986) definition of social capital is shown below:  
 
 ‘the aggregate of the actual or potential resources which are linked to possession of 
a durable network of more or less institutionalized relationships of mutual 
acquaintance or recognition’ (Bourdieu 1986, p. 248). 
 
Key to this is the emphasis on relationships with similar like-minded individuals linked 
through their interests, professional circles, cultural identity or religious affiliations. 
Networks can also be one’s membership of professional organisations or other civic 
participation (Portes and Vickstrom 2011). Amongst some of the positives of social capital 
are that it influences career success (Dinovitzer 2006; Bozionelos and Wang 2006; Gabbay 
and Zuckerman, 1998). Social capital has also played a role in mentoring as part of human 
resource development (Hezlett and Gibson 2007).  
 
Bourdieu’s definition of social capital has influenced other scholars to extend the notion of 
social capital. For example, Coleman (1988) views social capital closer to human capital and 
an individual’s access to resources. Accordingly, this form of capital is based on relationships 
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and communication with the capacity to contribute to the public good. However, Bourdieu’s 
definition of social capital is not linked to political interests or ideologies (Luiz Coradini 
2010).  This probably makes Bourdieu’s definition more suitable in this study as it allows for 
the multi-dimensionality of structures enabling the research on skilled migrants.  
Nevertheless, there is another definition of social capital. Putnam (2000) emphasises social 
cohesion of networks of communities together with a consideration of different geographic 
regions as social capital. This conceptualisation offers a viable explanation for understanding 
social capital of skilled migrants because of the stress on the role of bonding and bridging 
capital as the two subtypes of social capital.  It also means social capital is confined to a 
single location. 
 
The use of networks to explain migration represents another approach with these networks 
within social capital.  These networks are based on social ties such as kinship, friendship and 
common origins (Herman 2006; Ambrosini 2001; Portes 1998; Zhou 1997). The role of 
networks as explained earlier in Chapter 2 was an important characteristic amongst the 
Kenyan Asian communities. Potential migrants view networks as valuable social capital they 
can draw on not just to migrate but also to gain access to employment in the host nation.  
Networks present in countries of origin can also be used. There is a tendency to overlook 
other networks such as obtaining references from overseas employers or even within 
professional networks.   
 
Returning to the importance of networks for Asian Indian migrants, it has been found that 
such networks have been highly significant in enabling Asian Indian migrants find jobs in IT in 
both London and New York (Poros 2001). However, there is a suggestion these interpersonal 
ties in some instances led to the downgrading of occupational status. Intracultural networks 
can offer reliable communication and safeguards against exploitation and sometimes within 
these networks, there are opportunities to gain employment and produce economic capital 
(Terry and Lê 2014). One reason suggested for Asian Indians is their ability to mobilise social 
capital (Basu 1998) but there is also a suggestion it was more a survival strategy in the face 
of deindustrialisation (Ram 1992, 1994). Conversely, a lack of social networks can lead to the 
marginalisation of women and minority groups (Ibarra 1993).  A caveat is that the 
application of social capital as a way of understanding migrants should not be completely 
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accepted because communities established for many years tend to distrust and exclude new 
migrants (Ryan et al. 2008).  
 
Embracing social capital even for migration studies has drawn criticism much like habitus 
and field have. There is a tendency in migration studies as well as other studies that tend to 
embrace the social capital as a ‘fad to explain particular phenomena’ (Fine, 2010, p. 12). He 
notes researchers mould the use of social capital to fit with whatever phenomena requiring 
explanation.  
 
This sort of criticism is likely due to the culture bias in Bourdieu’s work.  Bourdieu fails to 
acknowledge the structure of social groups or even the features of the social connections 
individuals have (Bottero 2009). Communities even from the same distinct minority one 
perceives as Asians from Kenya remain fractured along religious, language and cultural lines. 
To the outsider be they British or African, the visible markers of race implies homogeneity 
when in fact the communities the Kenyan Asians identify with are very heterogeneous 
(Herzig 2006). Therefore, this form of social capital and the strength, structure and 
organisation of a distinct community varies rather than remaining a given.  There are two 
subtypes of social capital, bonding and bridging are explored in the following subsections. 
 
Bonding capital  
 
The bonding and bridging subtypes of capital has been evident in the work by Puttnam 
(2007). It is possible to have both types of capital operating at the same time (Portes and 
Vickstrom 2011). Bonding capital reinforces identities and shared values. Bonding ‘ties to 
people who are like me in some important way’, and bridging ‘ties to people who are unlike 
me in some important way’ (Putnam, 2007, p. 143). Bonding capital is also characterised by 
‘thick trust’ as opposed to ‘thin trust’ evident in bridging capital (Newton 1997, p. 578).  In 
relation to migrants from different ethnic groups, there is a suggestion that those sharing 
the same ethnicity have friends from the same ethnic group but they can also associate with 
others who are not part of their ethnic group (Ryan et al. 2008).  
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In a study on Polish migrants in London bonding capital was regarded as not only desirable 
but also essential for career and personal advancement (Ryan 2011). On the other hand, a 
high level of community support co-exists with a high level of community pressure (Colic-
Pesker and Walker 2011). This can be related to the particular type of migrant experience 
(for example, refugee) and if this led to a loss of social identity. The dense and interlocking 
nature of this form of capital also highlights the importance of active and willing community 
members participating and sharing a sense of identity (Leonard and Onyx 2003).  
 
The Kenyan Asian communities were well known for their strength in bonding capital to the 
extent that it continued to foster negative stereotypes of them in Kenya. Chapter 2 
highlighted this theme. However, in some circumstances bonding capital prevails if the 
migrants do not speak the main language in the host nation. This would not apply to the 
Kenyan Asians who speak English as a first language. Thus, the circumstances are different 
for skilled migrants proficient in the language of the host nation, professing it as their first 
language and not compelled to settle in ethnic enclaves.  
 
Bridging capital  
 
Bridging capital denotes broadening connections across diverse segments of society. In host 
nations, the pursuit of more bridging capital could be in the form of networking within an 
organisation for career advancement and include participation in professional associations 
or in volunteering roles with a potential to lead to employment and career opportunities.  A 
migrant’s intercultural networks or bridging capital contributes to the wider community as 
well as professional sub-cultures (Terry and Lê 2014). 
 
Bridging may also equate to loose ties (Granovetter 1983). This particular form of social 
capital highlights agency as a principal element and the types of social connections formed 
and in the context of migrants such as intercultural networks or bridging capital (Leonard 
and Onyx 2003). The assumption all migrants are engaged in bridging capital for their career 
experiences is questionable. The strength of their bonding capital within community 
backgrounds can be stronger sites of cultural identity and values. This is significant for those 
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migrants who even prior to migration remain deeply embedded in strong community 
networks and have a sense of shared identity. Therefore, bridging capital can lead to an 
accumulation of or expansion of networks. However, the importance of bridging capital 
should not be exaggerated and indicate that it is used to facilitate career experiences. 
Bridging capital might not have the same value as bonding capital especially amongst certain 
ethnic communities. These communities value their bonding capital to use in accessing 
opportunities as part of an entrepreneurial approach as discussed in the next section. 
 
Entrepreneurship as a form of social capital 
 
Entrepreneurship has achieved a level of prominence in examining how members of 
minority ethnic communities have been able to achieve levels of business success.  
Entrepreneurship is a human trait but it assumes greater importance when resources are 
gathered and combined in ways that will create value (Bessant and Tidd 2015; Aldrich and 
Waldinger 1990). The scholarship suggests this is a form of social capital involving the use of 
transnational capital (Deakins et al. 2007; Davidsson and Honig 2003). Further, migrants who 
engage in entrepreneurial activities are inclined towards using family members and other 
ethnic networks in their business ventures (Katila and Wahlbeck 2012; Jones and Ram 2003). 
The ability of Asians for example to achieve success in business recognises the importance of 
Asian entrepreneurism where entrepreneurship is in response to discrimination in the 
labour market (Jones and Ram 2003). This represents a structuralist approach to 
understanding this development whereas the cultural perspective is Asians as a community 
possess certain characteristics such as hard work and solidarity within their community. This 
in effect predisposes them towards entrepreneurship (Basu 1998).   
 
Consequently, engaging in self-employment opportunities as suggested by Inal, Al Ariss and 
Forson (2013) is not a strategy to evade any inequalities as is often suggested in the 
literature on entrepreneurship. A synthesis between the two is to view it more as a 
fortuitous match between opportunity and demand for specific ethnic products like food 
items (Masurel, Nijkamp and Vindigni 2004).  One other form of capital that has a bearing on 
‘ethnic’ capital is the notion of domestic capital defined as any positives arising from one’s 
ethnicity (Shah, Dwyer and Modood 2010).  It is about tapping into those types of networks 
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forming part of a distinct cultural group. In a study of skilled Indian academics in Britain, 
domestic capital wasused to develop careers within the British system of education 
(Fernando and Cohen 2015). 
 
Domestic capital can also include resources related to immediate and extended family but 
also community groups the skilled migrant identifies with. For example, the ability to use this 
form of capital can enable females to engage in their career experiences without having to 
resort to expensive childcare arrangements, be compelled to become stay at home mothers 
or permanently leave the workforce. For men, as primary income earners or breadwinners, 
engaged with their careers, a stay at home spouse assumes the traditional role of carer. This 
is instrumental to the career success of men (Melamed 1995). The stay at home partner is 
also part of that domestic capital. 
 
From the discussion above, it is clear Bourdieu’s concept of capitals has been influential in 
relation to skilled migrants and ethnic minorities. One outcome of this has been the addition 
of ethnic capital to the lexicon of capitals. Capitals are valued differently and their 
distribution is unequal in any society. An emphasis on economic capital shows it is the 
easiest to convert to other forms of capital. Yet, investing in capitals such as cultural and 
social capital may not always yield the desired outcomes for career experiences. Despite the 
benefits of renewing the BBBI links, his construct of capitals remains contested. Further, 
researchers using capitals as a theoretical construct are criticised as having succumbed to a 
fad (Fine 2010). On a more serious note the increase in various types of capitals and their 
subtypes are susceptible to what DiMaggio (1979, p. 1469) argues there is a decline in the 
value of a construct as the ‘metaphorical currency undergoes inflation’.  
 
Together, the literature has sought to identify the application of the concept of capitals in 
the research on skilled migrants. Notwithstanding the unresolved tensions around capital 
including its evolving nature, it is still an appropriate theoretical framework to examine and 
interpret the career experiences of skilled migrants. Section 3.9 revisits the insights from 
these studies that have sought to understand how skilled migrants can use the various forms 
of capitals. However, field and habitus are two other concepts in Bourdieu’s theoretical 
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framework that merit consideration. It is in the field where capitals are validated or 
devalued.  
 
The habitus or the disposition can explain how skilled migrants manage their transition into 
a new environment. An understanding of these additional concepts may help in gaining 
better acuity in relation to skilled migrant experiences. As explained in Chapter 2, the 
construct of field framed the historical context of this study. The sections that follow 
consider the concepts of field and habitus, constructs that may also connect with capitals 
with a potential to deepen an understanding of skilled migrant career experiences. Following 
that, there is a consideration of conceptual issues around work, employment and careers. 
Once these issues are addressed, the literature review is distilled into a research question 
and into a theoretical framework that can drive the empirical component of this thesis to 
address the research question in a way that advances the scholarship described and 
analysed in this Chapter. 
 
3.5 Field of struggles 
 
The construct of field is important because it is in the field the competition for capitals takes 
place.  The field is where the ‘game’ the social actors play engaging in the competition and 
accumulation of those valued capitals. Once again, the scholarship provides different 
interpretations of what constitutes the ‘field’ but all seem to agree on the view that the field 
is where the competition takes place. The field has a relational aspect (Grenfell and James 
2004). The field is a social field and represents spaces of competition (Rawolle and Lingard 
2013). The field is where the actors assume their social positions and this engagement 
means a struggle or competition over those capitals (Everett 2002). Below is the definition of 
field encompassing the salient features such as the relational and dynamic aspects, power 
and the struggle to attain the best position on the field. Two actors are on the field; those 
who dominate and those who are dominated.  
 
‘A field is a structured social space, a field of forces, a force field.  It contains people 
who dominate and people who are dominated. Constant, permanent relationships of 
inequality operate inside this space, which at the same time becomes a space in 
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which the various actors struggle for the transformation or preservation of the field.  
All the individuals in this universe bring to the competition all the (relative) power at 
their disposal’ (Lingard, Rawolle and Taylor, 2005 p. 759). 
 
What is implicit in this definition is an element of structure with individuals, groups and 
institutions engaged in social relations at various levels and playing in accordance with rules 
of the that field. These relations reproduce social activity in a diversity of forms (Grenfell and 
James 2004). The rules within this field can be a set of constraining or enabling factors.   
Each field or social space including professions and workplaces is characterised by its own 
rules (Erickson 1996). However, being in a new field, many migrants do experience a 
‘disconnect’ when they arrive in this new environment. Bourdieu had referred to this 
phenomenon as ‘hysteresis’ (Kerr and Robinson 2009). When people leave familiar social 
milieus for new ones, the old habitus has to adapt to the new field or continue to experience 
this ‘hysteresis effect’. Dumenden and English (2013) also refer to this as ‘fish out of water’ 
in their study of refugee and international students in Australia. From Bourdieu’s earlier 
work in Algeria and in the context of colonialism, the term ‘cultural sabir’ may also have 
some relevance to describe people who find themselves meshed between the two different 
worlds (Go 2013).  
 
For skilled migrants, this ‘field’ has been considerably expanded in the host nation as they 
interact and conduct their ‘lives in their social and cultural context’ (Claussen and Osborne 
2013, p. 59). There is competition in the labour market and in career progression making 
decisions determining which of their capitals will be of most value. They have to play by the 
rules of what the labour market has determined including recognition of those capitals that 
can help in their career experiences.  External factors such as education, professional bodies, 
social class and ethnicity can also shape careers (Inkson and Elkin 2008). However, there are 
internal factors such as ‘intrinsic attraction’ to particular professions such as nursing 
(McCabe, Nowak and Mullen 2005, p. 384).  Nevertheless, the social agent still struggles for 
capitals or resources that remain unevenly distributed in these social spaces or fields (Lukes 
1974). The concept of field has also been used to explain career as a field and in which 
working individuals armed with various forms of capitals try to maintain or improve their 
positions as they progress in their careers. After all the field is not just a battleground, it is 
also the ‘playground’ of the agent (Iellatchitch et al. 2001).  
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As Bourdieu notes: 
 
‘A capital does not exist and function but in relation to a field: it confers power over 
the field…as a space of potential and active forces, the field is also a field of 
struggles…the strategies of agents depend on their position in the field, that is in the 
distribution of the specific capital’ (Bourdieu in Wacquant 1989, pp. 39-40 italics 
original) 
 
With the emphasis on competition and power, it is not surprising Bourdieu includes the field 
of struggles as part of his explanation on the field.  This aspect is relevant for skilled migrants 
because migration suggests it is not as simple as a physical border crossing.  Rather the act 
of migration means there are boundaries imposed (Liversage 2009). These boundaries can 
include policies on migration as well as the labour market in the host nation in which little to 
no allowance is made for the struggle for resources both economic and cultural capital.   
With regard to careers and labour market participation there is a call for viewing these as a 
‘relational and complex phenomenon involving different inequality regimes’ (Fossland 2013, 
p. 194).   
 
Subsumed under the disadvantaged skilled migrant narrative is a consideration of a number 
of barriers such as the lack of recognition of overseas qualifications, and other forms of bias 
(Almeida et al. 2015; Almeida, Fernando and Sheridan 2012; Fossland 2013; Ramboarison-
Lalao, Al Ariss and Barth 2012; Junankar, Paul and Yasmeen 2010; Coates and Carr, 2005; 
Hawthorne 1997). Such inequality regimes or structural constraints can also include lack of 
local experience, racism, lack of recognition of foreign credentials and overseas work 
experience (Turchick-Hakak and Al Ariss 2013). Additional challenges for migrants include 
insecure work, unemployment, underemployment (Zikic Bonache and Cerdin 2010; Reitz 
2001). Added to this is recruiter bias against skilled migrants (Dietz et al. 2015). In the study 
by Al Ariss et al. (2012b), the migrants from Arabic backgrounds changed their names to 
French names in a bid to avoid discrimination. This is also a strategy on the part of the 
migrants to navigate around structural impediments.  
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External factors such as globalisation, rapid social and technological change, and general 
instability add to these structural impediments. The changes in the world of work have for 
example seen the rise of the precariat (Standing 2011). This phenomenon affects all workers 
not just skilled migrants and is indicative of the lack of capitals. For example, a 2013 survey 
conducted in Great Britain suggested the existence of the precariat at the bottom of British 
society and lacking social, cultural and economic capitals (Savage et al. 2013).  
 
In considering how self-development and career progression is even achievable in post-
industrial societies, the view of the human capital theorists is that it is possible through an 
investment in training and education. The implication is career progression is achievable 
through employment in stable organisations operating in stable environments. This does not 
explain the rise of the precariat. Post-industrial reality is different because labour market 
conditions determine individual advancement (Berntson, Sverke and Marklund 2006). The 
external labour market in particular is highly complex and has a myriad of constraints that 
influence employment outcomes. An added burden for skilled migrants in the labour market 
is contending with anti-immigration sentiments (Markus, Jupp and McDonald 2009). Skilled 
migrants are welcomed due to economic reasons but misgivings arise because of cultural 
differences and anyone who looks different becomes the ‘Other’. In Australia and at the 
macro level, this also includes Muslims with an increase in negative attitudes displayed 
towards this group in particular (Markus 2014). Skilled migrants who profess to the Islamic 
faith have this added layer of struggle to surmount in the pursuit of their career experiences.  
Interestingly, a recent study showed that being a woman and a migrant does not always 
translate into discrimination and disadvantage (Sang, Al-dajani and Özbilgin 2013); this 
suggests avoiding a deterministic or reductionist approach to field.   
 
A multi-level relational approach takes into account the interplay between capitals and 
habitus and field (Tatli and Özbilgin 2012; Al Ariss et al. 2012b; Al Ariss and Syed 2011). This 
approach is also useful in understanding impediments. There is a suggestion that examining 
one concept in isolation of the other rejects the idea of the triad of the concepts (Rawolle 
and Lingard 2013).  
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Swartz (2008, pp. 45-46) refers to these as ‘master concepts’ or ‘pillar concepts’ that need to 
be used together within a relational perspective. At each level there are influences forming 
and shaping the habitus (Vaughan 2008). Thus, the field is the macro level, the habitus at the 
meso level and capitals are located at the micro level (Özbilgin and Tatli 2005). However, 
Emirbayer and Johnson (2008) argue the importance of this relational aspect has not been 
fully utilised.   
 
The field of struggles can be a narrow perspective painting as it does a bleak picture because 
no allowance is made for successful career experiences of skilled migrants. The meaning of 
career success and literature dissecting careers is in section 3.8.  However, the inclination 
towards negativity associated with the experiences of skilled migrants needs some counter 
balancing with more success stories thus demonstrating the positives of the migration by 
skilled individuals as suggested by Crowley-Henry, O’Connor and Al Ariss (2016).  
 
A consideration of this field of struggles in host nations can also be juxtaposed with the 
historical parallels drawn from Kenya’s colonial and post-independence experience even 
though it was located in a different time and context. In a contemporary modern society 
where many skilled migrants are present, they face challenges including ‘Othering’ 
processes. To complete the conceptual triad, a consideration of habitus follows in the next 
section. 
3.6 Habitus 
 
Habitus is the development of dispositions early in life.  Bourdieu’s concept of habitus is a 
product of philosophical thought traceable to Aristotle (Rawolle and Lingard 2013). 
Bourdieu’s (1977, p. 82) definition of habitus is ‘a system of lasting, transposable 
dispositions’. He also adds another dimension to this, with a persona in the social world and 
the social world is also present in a person (Reay 2004). The habitus can determine if the 
agent has made decisions either consciously or unconsciously (Jenkins 1982). Habitus is not 
destiny but is an outcome of one’s socialisation or conditioning (Reay 2004). The habitus is 
the system of internal, personal, enduring dispositions through which people perceive the 
world and these dispositions are acquired through individual or shared experiences in social 
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groups including family. Similarly, habitus is the vehicle in which internal characteristics such 
as values, interests, ideas and motivations reside (Inkson and Elkin 2008).   
 
With regard to skilled migrants, the habitus also indicates a way in which people behave or 
act and this is a result of their early social experience and upbringing (Nedelcu 2012; Al Ariss 
and Syed 2011). However, the habitus is not just dependent on this socialisation because the 
agent can actually modify or reconstruct dispositions as they move between different social 
contexts (Bottero 2009). Further, people use it as a tool to navigate within different fields 
thereby guiding individual actions (Friesen 2011). Thus for a skilled migrant, when 
opportunities are limited in the field of the labourmarket or a career, the habitus can evolve. 
It is almost like an adaptive response that could lead to self-employment or other strategies 
to address inequities. In sum, whilst the dispositions of one’s habitus can be durable, there is 
still the possibility of change. The habitus thus has a dynamic rather than a static quality and 
is capable of being transformed (Reay 2004). 
 
Habitus can also refer to ‘products of collective history’ (Bourdieu 1977, p. 86). In examining 
the experiences of skilled migrants this is significant because every individual has their own 
experience, yet these experiences could be as a racially distinctive group in the context of 
colonisation and post-independence. By virtue of possessing a minority status before 
migration, there is a collective habitus.  Post migration that skilled migrant still operates as a 
member of a minority group. Ostensibly, this line of inquiry appears to be quite logical if one 
follows through with McClelland’s (1999) assertion that the habitus ‘can easily be applied to 
the analysis of gender (or racial and ethnic) disadvantage as well’ (McClelland 1999, p. 105). 
 
In addition to the above, there is an appeal to expand the notion of habitus as an avenue to 
explore racial and gender differences occurring not just within cultures or social classes but 
also within ethnic groups in nations (Cicourel 1993). These habits can be both individualistic 
and distinctive of one’s social group (Oliver and O’Reilly 2010). For skilled migrants, the 
concept of habitus and in particular a distinctive or collective habitus sheds some light on 
how this can shape attitudes to work not just in the country of origin but also the destination 
country. The empirical study of Zimbabwean skilled migrants to the United Kingdom 
highlights the value the British style of education and a Western life style as elements of this 
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collective habitus developed in Zimbabwe and its role in shaping their views towards 
employment and careers in the United Kingdom (Thondhlana, Madziva and McGarth 2016). 
In the context of careers, Table 3.1 provides the definitions of field and habitus applied in 
this study. This also reflects the interconnected nature of the concepts.  
 
Table 3.1 Definitions of field and habitus 
Fields Social spaces in which people live their lives. These fields are complex and 
hierarchical and a person faces numerous constraints in the form of rules and 
procedures. Fields can be used by others to control and limit individual action, 
but it is possible to subvert or overcome them. 
Habitus The system of internal, personal, enduring dispositions through which people 
perceive the world. Acquired through individual or shared experiences in social 
groups including family. Habitus is the vehicle in which internal characteristics 
such as values, interests, ideas and motivations are combined. 
Adapted from: Inkson and Elkin ‘Landscape with travellers: the context of careers in developed nations,’ International Handbook of Career 
Guidance, 2008, p.74. 
 
The habitus and the field operate in a circular relationship and the interaction means the 
field can shape the habitus (Chudzikowski and Mayrhofer 2011). Bourdieu’s view appears 
below highlighting the interaction between these two concepts. 
 
‘The relation between habitus and field operates in two ways. On one side, it is a 
relation of conditioning: the field structures the habitus…  On the other side, it is a 
relation of knowledge or cognitive construction: habitus contributes to  
constituting the field as a meaningful world, a world endowed with sense or with 
value, in which it is worth investing one’s energy’ (Bourdieu in Wacquant 1989, p. 
44).  
 
Before turning to some criticisms levelled at the concept of habitus, it is instructive to 
discuss the role habitus can play in the responses of skilled migrants as a way of explaining 
how migrants can surmount challenges in the field of struggles. More so, as the role of the 
agent is not to act as a passive bystander but as an agent acting and consciously making 
individual decisions when faced with challenges (Al Ariss and Syed 2011; Nash 1990).   
 
Migrant responses may be linked with the concept of resilience.  Resilience is defined as the 
ability to bounce back when facing adversity or challenges (Schoon and Bynner 2003). It can 
also be defined as the capacity to be robust and derive a sense of meaning in times of 
hardship (Coutu 2002). In a recent study of highly skilled migrants in Canada who were 
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unable to secure anticipated employment outcomes, they suffered from mental health 
issues including depression, stress and anxiety (Dean and Wilson 2009). However, resilience 
as a concept is questionable because it is understood through a ‘Western lens’ (Singh 2013, 
p. 692). Theron, Theron and Malindi (2013) call for understanding resilience in contexts that 
are culturally specific. Nevertheless, as a concept, resilience has value because it may explain 
why some skilled migrants are able to withstand the stresses and strains experienced in new 
host environments especially in relation to career experiences.  
 
Self-efficacy is another quality linked to a sense of personal agency and is indicative of levels 
of resilience when faced with some form of adversity (Pajares 1996). This has a broader 
application and can include the experiences of skilled migrants when they face challenges in 
the host nation. Resilience and self-efficacy are additional to that stream in literature 
stressing the importance of particular characteristics or traits such as adaptability, high 
motivation and the propensity to work hard (Zikic, Bonache and Cerdin 2010; Frieze, Hansen 
and Boneva 2006). These are some characteristics already displayed by the Kenyan Asians.  
The concept of ‘moxie’ may also be another useful term to explaining responses. The 
concept conveys courage and energy as distinct attributes denoting the importance of 
personal agency (Amundson 1997). 
 
In addressing these complexities, a key question is whether external forces actually shape 
the responses or are they just barriers people adapt to? The only clue that Bourdieu offers is 
in the expression ‘as fish in water … of which it is the product, it does not feel the weight of 
the water and takes the world about itself for granted’ (Bourdieu in Wacquant 1989, p. 43). 
This denotes a degree of congruence between field and habitus and if the alignment is right, 
then disruptions are minimal (Edgerton and Roberts 2014). This congruence perhaps 
explains the positive outcomes for particular skilled migrants who arrive in host nations, can 
communicate competently in the host nation’s language. As an outcome of their education 
and experiences in the West prior to the migration experience, they are more attuned to the 
features of society in the host nation. An alternative view is simply that the experiences 
gained abroad including living there and being familiar with the political, education and 
cultural fields of that country are an outcome of a shared colonial origin. Skilled migrants 
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with this sort of experience tend to fit in better in the host nations (Kelly and Lusis 2006; 
Wong 2013). Their capitals are recognised and considered valuable. 
 
With regard to the Kenyan Asians and remaining cognisant of the historical context, the 
British in Kenya fully exercised the political power they possessed. The exercise of this power 
translated to defining the ‘Western culture as the only desirable culture’ (Herzig, 2006 p. 
242). This in turn meant a belief in the superiority of that culture becoming a reference point 
for those skilled migrants from Kenya embracing the language, education system including 
career as an externally imposed Western construct. This could be equivalent to ‘playing the 
game’. 
 
Struggles and the role of habitus signal the agentic response in negotiating, strategising and 
actually actively engaging with the barriers. This is an outcome of how their dispositions or 
habitus influences those responses.  In so doing, skilled migrants can demonstrate aspects of 
resilience and self-efficacy. Skilled migrants, who as a result, of their studies or work abroad 
in Western developed nations, may be more accepting of the types of challenges likely to be 
experienced in a similar Western environment.  However, this does not mean a loosening of 
their attachments to cultural traditions or adherence to their own distinctive languages.   
 
Bourdieu’s concept of habitus is not without criticism. Layder (2006) argues habitus 
overstates the objective nature of social relations and should instead stress the importance 
of individual creativity and the uniqueness of people. This goes to the heart of the profound 
criticism around habitus operating at the unconscious level and that social actors are not 
able to exercise any rational or conscious behavior. Habitus is perhaps too ‘nebulous a 
concept to quantify’ (Edgerton and Roberts 2014, p. 214). Consequently, if one accepts the 
definition of habitus as one’s default setting, it denies the possibility that habitus can in fact 
adapt to changing circumstances and experiences (Edgerton and Roberts 2014). A different 
view suggests habitus is actually ‘theoretically incoherent and has no clear use for empirical 
researchers’ (Sullivan 2002, p. 144).  Yet, the concept demonstrates its utility as a ‘peg’ to 
understand the dispositions of a skilled migrant group and with the potential of explaining 
migrant responses to challenges.    
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Habitus appears to be the most contested of Bourdieu’s conceptual framework. The 
contention also arises because theorising of habitus has not dissolved the core tension 
between structure and agency. However, there is some utility in this concept as it explains 
how early socialisation experiences for skilled migrants from a colonial context dominated 
by Western influences may lead to success. What it cannot convincingly explain is the 
responses agents make in displaying particular qualities such as resilience.  In view of the 
preceding discussion, there is a potential role for Bourdieu’s concepts to inform this research 
because the concepts can enable researchers to visualise the social world as fields. These 
fields are where agents interact and compete using their unevenly distributed capitals. The 
habitus or lasting dispositions is useful to the extent of explaining spontaneous actions by 
individuals but not their deliberate and rational actions.   
 
This study is not focused solely on Bourdieu’s conceptual tools. There is also an examination 
of work, employment and career as the third strand in this study. The meaning of work is 
complex and dynamic particularly in the twenty first century. To progress with any 
discussion on the concept of career requires some consideration of work and the notion of 
employment.  These are precursors to career. 
 
3.7 Work 
 
The concept of work remains diffuse and in the human quest for meaning, work is central 
(Michaelson et.al 2014). Work can even have a cultural element to it (Grint 2005). In the 
twentieth century, work has been associated with paid employment (Glucksmann 1995). 
Work is not only a source of purpose but identity (Rosso, Dekas and Wrzesniewski 2010).  
Work can also be an expenditure of energy with a purpose, it could be pleasant or 
unpleasant and could be economically relevant or irrelevant and for most people in 
developed economies work does signify paid work in the marketplace (Shepherdson 1984). 
There have been critical advances made in technology. People’s individual desires to 
separate work from personal and social lives has meant that work in the twenty first century 
is different from the traditional notions of work of the previous century (Scott 2016).   
 
In the twenty-first century it is manifest in many diverse forms and is no longer legalised and 
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visible (Addison 2016). Some scholars point to this having a pervasive religious element. For 
example, the Protestant work ethic views work as a calling and those without strong 
religious beliefs see work as either a job or a career (Dries 2011).   
 
According to Ghai and Ghai (1965) early Asian settlers in Kenya were imbued with a quasi-
Protestant work ethic. This work ethic wascombined with a strong commercial sense 
including a desire to accumulate capital.  This is a broad view using the Protestant work ethic 
label to express common features of attitudes towards work amongst ethnic groups. As a 
label, it does not convey the diversity of the ethnic groups. However, there is a lack of 
objective and clear definitions of the meaning of work. It is not possible to separate the 
world of work from non-work and work remains dependent not just on specific social 
circumstances but it is also tied in the with symbols of culture (Grint 2005). The orientation 
to work may be more towards the material benefits jobs bring but could include other 
intrinsic meanings (Rosso, Dekas and Wrzesniewski 2010). 
 
3.7.1 Employment 
 
The concept of work has evolved as a result of changes wrought by the industrial revolution 
and capitalism and—in the guise of neoliberal globalisation—has altered the meaning 
attached to work. The post- World War II welfare state model perpetuated the exclusion of 
racial minorities and women and neo-liberalism only deepened the experience of already 
marginalised groups in society including migrants (Bernhardt 2015). Corporate capitalism in 
the nineteenth and twentieth centuries gave rise to work as paid employment (Parfitt and 
Wysocki 2012). This form of capitalism is responsible for the various push factors promoting 
the exit of employees from organisations (Moore and Mueller 2002).  
 
The ‘ideologically inspired’ economists helped usher in this neo-liberal model considered the 
best for economic growth and competitiveness and market principles were given free rein to 
‘permeate all aspects of life’ affecting all types of workers including migrants (Standing 2011, 
p. 1). The fact that people have to rush for any job (Peck 1996) most definitely raises the 
twin spectre of insecurity and instability in employment. Connell and Burgess (2009) 
comment on the precarious position migrants find themselves in relation to this instability 
88 
 
compounded by other factors such as low wage rates and conditions of employment.   
 
There is a suggestion the old paradigm of lifetime employment in the one organisation 
should no longer be the aspiration or normal experience (Sanders and De Grip 2004).  
Employability is the new aspiration. This is different from the previous model where there 
was a strong obligation to the organisation indicating the traditional work ethic and 
demonstrating a commitment to the organisation (Sullivan 1999; Harpaz and Fu 1997). The 
onus is on the employee to train or retrain and have the required bundle of skills an 
employer would find attractive. Employability may well be just the ‘latest buzzword’ or 
‘hype’ as it aligns with the human capital theory (Verhaar and Smulders 1999, p. 268). Work 
lives are now fragmented and an individual’s desire for a level of coherence and 
development can be found outside of organisations and out of employment altogether.  
Employability tends to be an ambiguous term and according to (Clark and Zukas 2013), 
employability depends on a person’s habitus and how capitals are used in the world of work 
or the field. 
 
In effect, newer forms of employment are an outcome of changes in the labour market. 
Allowing market principles in employment has given rise to work that is temporary in nature, 
working for a number of employers or even self-employment (Felfe et al. 2008).  Migrants in 
particular seem to adopt an entrepreneurship mode and start businesses to avoid 
discrimination (Al Ariss 2010).   
 
However, self-employment can be explained more as an empowering experience rather than 
just a reaction to experiences in the labour market (Inal, Al Ariss and Forson 2013). 
Volunteering should be considered as a form of work even though it is unpaid (Taylor 2004).  
For skilled migrants and playing in the new field in the host nation, obtaining employment is 
critical given that work represents not just an income stream but work also equates to 
identity and a socio-economic position. It also represents financial independence, a level of 
security and an opportunity to contribute to the host society (George and Chaze 2009). The 
significance of the concept of career is discussed in the next section. 
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3.8 Career 
 
Career is the third and final strand of the scholarship applicable in this study. The research in 
this section is directed towards the various ways career has been conceptualised. O’Mahony 
and Bechky (2006) argue there is no unified theory behind career. Rather, career as a 
concept is a mixture of different perspectives drawing upon a variety of disciplines. Due to 
practical constraints, this section on career does not include a comprehensive discussion on 
disciplines such as economics and psychology that have informed this concept. Nor does it 
include the numerous streams within the concept of career such as career development, 
career management, career choice or career counselling. Positioned against the background 
of colonialism, career could just be another Western construct. However, the concept of 
capitals can also aid in deepening the understanding of the careers of skilled migrants.  
 
The term career was rarely used before the 1960s and career development was not in 
currency before the 1950s (Herr 2001). Career as opposed to work also implies a conferment 
of social status on individuals in society (Iellatchitch, Mayrhofer and Meyer 2003). Career is 
concomitant with its socioeconomic status, educational and privilege implications (Hartung 
2002). Career is an evolving concept of a person’s work experience over time (Arthur, 
Khapova and Wilderom, 2005). However, this is still a traditional concept of career as 
located in an organisation and employees can find new career pathways even if it is with the 
one employer (Clarke 2008).  
 
Careers in organisations may not be ‘dead’ but more in need of ‘redefinition’ (Clarke 2013, p. 
684). Traditionally, the difference in gender has meant women are confined to the domestic 
and family fronts and men pursue careers (Visanich 2018; Hondagneu-Sotelo 1999).  
Nevertheless, race, ethnicity, culture and identity are important to avoid generalising for the 
White male developmental experience to the exclusion of minorities and women (Alfred 
2001). Traditionally, only certain professional or occupational roles (doctors, lawyers) were 
considered as careers but the definition has been expanded (such as secretary, farmer) with 
a person in the ‘total life space’ now considered as important (Louis 1980).  However, the 
concept of profession denotes specialised education, technical knowledge and skills as well 
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as a formal code of conduct and one has professed to when identifying with a profession 
(Davis 2013 and Blau 1988). 
 
There has been a call to move away from a singular approach to the study of careers and 
instead look at a more multi-disciplinary approach because careers are increasingly multi-
dimensional and multi-layered (Collin and Patton 2009). This view aligns with the recognition 
of a world that is increasingly dynamic. Globalisation, for example is just one facet of this 
dynamism. Based on this premise, research suggests, career is not synonymous with a job in 
an organisation (Fadhallah 2013). The idea of linear careers has undergone shifts and 
transitions and contemporary thinking on career includes metaphorically expressed models 
such as boundaryless, protean or portfolio (Inkson 2006). These models transcend 
organisational boundaries and need to be regarded as alternative forms of careers (Clark 
2008; Parker, Arthur and Inkson 2004). In effect the ‘archetypical industrialised career is 
found in a hierarchical and bureaucratic organisational structure’ (Collin and Watts 1996, p. 
386). The new model of economic development means a new reality has an impact on 
modifying career paths, which are now increasingly non-standard.  The survival of career as a 
concept in this century will be in the ‘professional and entrepreneurial forms’ (Collin and 
Watts 1996, p. 386). The authors further note that the bureaucratic version of career is over, 
work lives are now fragmented, and an individual’s desire for a level of coherence and 
development can be found outside of organisations and out of employment altogether. 
 
In the past few decades, the scholarship on the studies of career has been conceptualised in 
disparate ways. The exploration of a variety of issues and dimensions hinge on the particular 
theoretical lens a scholar has used and which discipline has dominated. This may reflect the 
view that career is a ‘conceptual vehicle’ that links individuals not just to an organisation but 
also to a ‘wider changing social world’ (Arnold and Cohen 2008, p. 6). Previous career 
researchers (Melamed 1995; Becker 1993) tended to use the human capital approach rather 
than the cultural capital approach when discussing aspects like knowledge, abilities and 
skills.  Equally important are the contextual factors and subjective perceptions of career by 
the agent in the consideration of career (Chen 1998).  
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Historically, career is a product of the Western epistemologies concreted in individualistic 
and industrialised contexts and fostered by a work ethic (Arulmani et al. 2014; Svetlana and 
Konstantin 2007; Custodio 2000; Collin and Watts 1996). The meaning of career to a middle 
class urban Indian could well be very different from their German counterpart and therefore 
the concept of career would be quite ‘alien’ for the illiterate ‘paddy farmer’ (Arulmani et al. 
2014, p. 2). This is not to suggest skilled migrants and paddy farmers are comparable. Simply, 
in the context of this study, it is more about how exposure to the West and the language of 
the coloniser leads to the once colonised to display an acceptance of other concepts 
different from their own cultural beliefs. Career, therefore, is not such a foreign concept to 
many skilled migrants from the developing world. Maan (2007) suggests the nature of 
colonisation is insidious and through linguist translation, lines of kinship in non-Western 
societies become less clear and more fragmented. Such kinship ties then can even influence 
career amongst family members based on choice to pursue a career or obligation such as 
managing the family business or farm.   
 
Careers can actually cease due to external factors beyond an individual’s control as a 
confluence of factors such as recessions, technology and decline in industries means careers 
can change. Nevertheless, the discourse on changes within an organisation and the links 
with careers goes well beyond the behavioural ‘and attitudinal consequences of insecure or 
interrupted employment’ (Arnold and Cohen 2008, p. 4). The implications for career forms 
and structures remain inclusive of the values underlying career success, the role played by 
social networks and individual agency in shaping careers. A decrease of the role of the 
organisation in careers indicates careers are beyond organisations and ‘whether it is 
deliberate or through lack of choice’ (Iellatchitch, Mayrhofer and Meyer 2003 p. 729). 
Perhaps organisation careers are not really in decline and need more of a redefinition 
(Clarke 2013). 
 
An alternative view is to understand career through a much broader, holistic and multi-
dimensional perspective. This leads to an understanding of the role of social class and career 
outcomes (Arthur 2014). The conceptual framework of capitals is one appropriate construct 
to examine how skilled migrants deploy their capitals especially in an environment that is 
characterised by instability and insecurity. For skilled migrants, who may have had 
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normatively successful careers in their countries of origin may find in the host nation, their 
overseas experiences and skills are not always considered enough to continue on a career 
path in the same profession. There are still hurdles with regard to the rules of the field such 
as conversions to host nation standards.  For example, accountants in Australia even with 
British qualifications are still required to complete an Australian study program to be able to 
practise in their profession. Similarly, the ability of migrants to access ethnic networks is a 
feature of many migration studies and is inclined to accept networks as de rigueur but this 
view of social capital as critical for migrant careers is somewhat flawed (Ryan 2011). It is 
important how migrants can actually access and maintain these networks.   
 
The conceptualisation of capitals provides a far broader approach compared to human 
capital theory because individuals draw upon the various forms of capitals to engage in 
careers (Syed and Özbilgin, 2009). Social capital, for example has also been attributed to 
career success (Cross and Cummings 2004; Adler and Kwon 2002). However, capitals can 
become impediments rather than enablers to career success or may hold little value in other 
fields (Duberley and Cohen 2010). In career, capitals are only constrained by what one 
considers as achievable (King, Burke and Pemberton 2005).  
  
Following Bourdieu, the importance of career has also resulted in the introduction of the 
term career capital in the field of career (Iellatchitch, Mayrhofer and Meyer 2003). The 
concept of career capital is demonstrated in a qualitative study conducted by Rodriguez and 
Scurry (2014).  As such using Bourdieu’s concepts may contribute to a ‘grand career theory’ 
precisely because it offers multi-level analysis and a consideration of the distribution of 
power that can lead to social inequalities. These are visible in unequal outcomes in career 
(Iellatchitch, Mayrhofer and Meyer 2003). This latter aspect is evident in the types of 
challenges experienced in the ‘field of struggles’.   
 
The structural approach to careers suggests that external forces including education and 
professional bodies, social class and ethnicity shape careers. However, agents can act as 
rational career minded individuals who are not constrained by any structures (Jokinen, 
Brewster and Suutari 2008). Bourdieu’s (1984) view was professions have sets of criteria and 
traits only possessed by those in that profession. These traits then shape the habitus and 
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having these particular traits dictates inclusion and marginalisation in society. In this 
instance, the habitus is beyond the person’s control and it shows again how a social division 
of labour can be one consequence. However, in the agency approach, it is the individual 
career actor, who might be constrained by the structure, but it is still the individual in 
control of their career and is capable of taking action.  Individuals then take control of their 
destinies (Inkson and Elkin 2008; Inkson and Arthur 2001). This view is somewhat 
reminiscent of what Rotter (1990) proposed with the concept of the internal and external 
locus of control. This may also align with the concept of habitus in the sense that these 
underlying dispositions can influence what actions people will take and believe what is 
within their control or beyond control. From the perspective of a career counsellor there is a 
suggestion that there is a need to understand a person’s habitus to the extent that it allows 
the counsellor to grasp the boundaries beyond which a client determines independently 
(Lindh and Dahlin 2000). 
 
Opportunities to work in prestigious locations outside of the country of origin can have 
positive influences not just on the resumes but also secure future career progression as 
investigated in a study of international students by Findlay et al. (2012). If this experience is 
later utilised for instance in self-employment, then it is through these global connections or 
bridging capital normative career success can be achieved (Ryan and Mulholland 2014).  Self- 
employed or free agents are just a couple of terms used to describe these phenomena and 
can include entrepreneurship as a form of social capital described in section 3.8.   
 
A further aspect of career is career success. This tends to be split into objective and 
subjective measures or extrinsic and intrinsic factors (Hall and Chandler 2005; Judge, 
Kammeryer-Mueller and Bretz 2004).  Following Lau and Shaffer (1999) it is related to rank, 
status and promotions implying some sort of vertical path in an organisation. However, in 
the twenty first century, this paradigm was subverted (Savickas 2012). In other words, it is 
the meanings people attach to career success as these work experiences unfold (Duberley, 
Mallon and Cohen 2006). The definition of career success has altered particularly during the 
rise of the boundaryless career (Arthur, Khapova and Wilderom 2005). Added to this view of 
success are other factors such as learning and growth (Mayrhofer et al. 2008). However, that 
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still does not explain the skilled migrant who is self-employed would not have this idea of an 
organisation bound career as their career success is realised through business success.   
 
The traditional view of career success has shifted away from industrial to knowledge-based 
societies, which means values have also changed in better alignment with well-being and 
self-expression or even finding some value in the activities people consider as careers 
(Pettersson 2003). Success in career can also relate to individuals feeling they are 
intellectually challenged because they have experienced growth and skill development as a 
part of their careers (Lee et al. 2006). In the current context, it is not atypical for people of 
all ages or education levels to weave in and out of the labour market whether it is through 
personal choice or involuntarily (Fournier and Bujold 2005). This is the shift in the career 
paradigm denoting the existence of external factors influencing careers such as globalisation 
and industrial growth (Biemann, Fasang and Grunow 2011).  
 
There is also an importance placed on the diversity especially of skilled migrants whose 
employers provide no support for international career experiences (Rodrigues and Scurry 
2014). Although, the study was based using a sample group from Germany, results showed 
the influence of age, gender, education and marital status on career paths (Biemann, Zacher 
and Feldman 2012).   
 
Notwithstanding, the tectonic shifts in the concept of career, in the context of skilled 
migrants, career success, for example, is not attributable to one form of capital. This would 
suggest a reductionist approach (Duberley and Cohen 2010). One way of alleviating this total 
dependence on a single concept of capitals would be to include field and habitus enabling a 
better understanding of people’s careers (Mayrhofer et al. 2004). 
 
The research on careers remains segmented and fragmented and there are competing views 
as to what constitutes career (Dany 2014).)  What may be required in career research is less 
of an emphasis on mechanistic approaches to career and include Bourdieu’s approach to 
dynamics. This allows recognition of change, interplays between the individual and the 
external as well as the relationship between changes and their effects on the habitus 
(Chudzikowski and Mayrhofer 2011). This approach may be more beneficial in understanding 
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the careers of skilled migrants, how skilled migrants deploy their capitals and the role played 
by habitus. The reality for skilled migrants also needs to include this relational aspect 
(Özbilgin et al. 2005). If there is an ongoing need to retain the concept of career, then the 
life span approach as an alternative might have better potential as it presents the different 
roles individuals have across the course of their lives and the impact of events affecting 
careers (Super 1980). From the perspective of events that remain beyond the control of 
individuals such as age and medical issues, this approach appears to be more promising.  
Career as a concept needs some re-evaluation in the context of modern day challenges. This 
Chapter began by outlining the three disparate strands of scholarship foundational in this 
study. It is now necessary to highlight how these relations between the three strands of 
literature coalesced and how these relations assisted to frame the research question.  
 
3.9 A way forward 
 
Despite the identified frailties associated with Bourdieu’s theoretical framework, his 
concepts have informed research in a variety of disciplines. His conceptual framework on 
capitals has an evolutionary aspect (Huppatz 2009). Although Bourdieu developed the 
concept of economic, cultural and social capital to understand social inequality and 
differences in class, researchers have applied the concept of capitals in the studies of skilled 
migrants including their trajectories and ensuing employment and challenges in the new 
host nations. Symbolic capital, the fourth type of capital developed by Bourdieu relates to 
social actors combining the three earlier forms of capital to gain honour and prestige.   
Huppatz (2009) suggests Bourdieu did not add symbolic capital to the capitals framework 
until 1992. The evolutionary quality associated with this concept has given rise to other 
forms of capital such as linguistic capital and artistic capital amongst many other examples 
(DiMaggio 1979). In relation to migrants, the literature documents ethnic capital. Social 
capital, in particular has been widely applied to skilled migrants and the use of their 
networks for securing employment in the destination countries. This wider application is 
indicative of the qualities of suppleness and malleability inherent in the concept of capitals.  
However, the proliferation of various capitals can lead to a decline in the actual value of the 
construct (DiMaggio 1979). Nevertheless, the construct of capitals presents fertile ground 
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for research on a variety of social phenomena. It is in working within this richness, that some 
scholars have also integrated capitals with one or more of Bourdieu’s concepts such as field 
and habitus to frame the experiences of skilled migrants.    
 
In an attempt to illuminate the complexities in this study, Table 3.2, adapted from Al Ariss 
and Syed (2011) and Syed (2008) provides the scaffolding mechanism to position the types 
of capitals associated with skilled migrants. This mechanism then aids in revealing the 
unresolved areas of tension highlighting the under-researched areas on skilled migrants 
applying Bourdieu’s constructs. The first column in the Table shows the four types of capitals 
developed by Bourdieu (1986) and acknowledges the later addition of symbolic capital.  In 
the second column are some descriptors against each of the capitals based on the study by 
Al Ariss and Syed (2011) and (Syed 2008). For example, bursaries and scholarships as 
economic capital and family support as part of social capital. In the context of skilled 
migration, it does become possible to extend the descriptors even further by including 
passenger migrant schemes as an example of economic capital. (The Australian Government 
used the assisted passage migration scheme in the aftermath of the Second World War).  
 
The broad areas of unresolved tensions relating to skilled migrant career experiences centre 
on the concepts of capitals, field and habitus. The third column in Table 3.2 highlights these. 
The first relates to the creative use of capitals by skilled migrants, a display of new forms of 
capitals and the use of these in ways that can prove to be beneficial for career experiences.  
However, the possession of capitals does not always enable successful career experiences. 
Visualising the host nation as the field or a social space represents the second area of 
tension. By drawing on the literature on skilled migrants and supported by the literature in 
Chapter 2 on the Australian context, it is apparent there are challenges faced by skilled 
migrants. These challenges can influence career experiences in the host nation, irrespective 
of the skilled migrant’s possession of the requisite capitals. However, what is not yet clear is 
the influence of career experiences in the country of origin and if a unique historical 
background could have shaped these experiences.  
 
The third area of tension relates to factors currently under-explored in the existing research 
on skilled migrants and their career experiences. The literature is silent for example around 
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social capital and the role played by particular ethnic communities in enabling the 
acquisition of cultural capital.  The other is the influence of a distinctive historical milieu and 
its impacts on the capitals of a skilled migrant minority. Other aspects that have not been 
prominent in the research to date include the importance of learning through a variety of 
career experiences.  A focus on life-long learning can enhance skills and there is a demand 
for qualifications to improve employment prospects across a broad range of occupations. 
This entails for example, the ongoing investment in cultural capital, even though there is a 
suggestion that such investments do not mean hoped for outcomes (Holt 2008). Career 
experiences need not always be associated with paid employment either. In contemporary 
societies, the meaning of work sited in non-remunerated activities adds to a sense of the 
self-worth of individuals. It is also another avenue of increasing the breadth of social capital. 
Finally, and in relation to a distinct habitus, the particular lived experiences as the ‘Other’ 
and if this exerts an influence on career experiences 
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 Table 3.2 A perspective on skilled migrants based on Bourdieu’s framework 
Capitals 
(Bourdieu 1986) 
Descriptors (Al Ariss and Syed 2011;Syed 2008) Not demonstrated in Bourdieu’s (1986) perspective – areas of tension (Source: Author) 
Social Personal contacts and friendships 
Family support 
Professional and educational networks 
1. Migrants display new forms of capital or use existing capital in creative ways 
 
• Ethnic and domestic capital 
• Passenger migrant schemes as a form of economic capital 
• Entrepreneurship as a new form of social capital 
• Transfer of capitals to other fields 
• Retention of social connections to countries of origin that can help in employment and careers 
• Possession of capitals does not always equate to positive career experiences 
 
2. Reality of the field i.e. the host nation 
 
• Anti-immigration sentiments 
• Fluid labour markets 
• Employer prejudices 
• Recruitment agent’s decisions based on race, accent, appearance 
• Devaluation of embodied and institutionalised cultural capital 
• Macro and micro level changes affecting employment 
• Influences in country of origin can also impact career experiences 
 
3. Focus areas that are under-assessed in the research on skilled migrants using Bourdieu’s 
framework 
 
• Actual structure, cohesiveness and collectivist nature of particular communities as a form of social 
capital and how this impacts on career experiences 
• Strength of embodied and institutionalised cultural capital as result a distinctive historical context 
that translates into successful career experiences 
• Holistic approach to life and finding meaning in non- traditional forms of career experiences such 
as community work, volunteering 
• No mention of the importance of learning 
• A distinctive habitus forged as a result of experiences as a minority 
Cultural Academic qualifications and skills 
Prior knowledge of host culture 
Obtaining visas 
Economic Economic support from family and friends 
Bursaries and scholarships 
Symbolic A reflected power giving the individual the ability 
to accumulate and display all of the above. 
 
(Adapted from Al Ariss, A and Syed, J 2011, p. 295 'Capital mobilization of skilled migrants: A relational perspective' and Syed, J 2008, 'Employment prospects for skilled migrants: A relational perspective')   
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Table 3.2 isderived from the reviewed literature on skilled migrants revealing their 
experiences can be understood through the prism of the concept of capitals. However, 
skilled migrants even with the necessary capitals may in the pre-migration phase lack 
awareness of factors operating in advanced labour markets. These include the devaluation 
of cultural capital in the form of academic qualifications, leading to career experiences in 
occupations not aligned to prior educational attainments and work experience. Currently in 
the Australian context, there is an absence of precursors relating to the deployment of 
capitals in the career experiences of skilled migrants. Moreover, no previous study has 
investigated skilled migrants from a developing country that has a shared historical past with 
Australia. Coupled with the colonial and post-colonial experiences of a distinct group of 
skilled migrants, it is possible to develop a wider understanding of the deployment of 
specific capitals in their career experiences.  
 
Alongside this, the scholarship has also revealed ongoing instability around linear concept of 
career. In post-industrial societies, which are in a constant state of flux, there needs to be a 
questioning of the pursuit of career. The concept of career requires this level of scrutiny 
especially in an era of rapid technological change and globalistation affecting the world of 
work and labour market dynamics. The precariat and leading a precarious existence in 
relation to employment is a phenomenon that already exists globally and is at the lowest 
end of the scale because of a lack of economic, social and cultural capitals (Savage et al. 
2013; Standing 2011). Through socialisation processes individuals are exposed to, there are 
aspirational messages on the benefits of career and the push to make the right choices for 
future careers.  Inherent in these messages is that their stocks of economic capital are likely 
to expand. In the same vein, society accords status and values certain careers. Cleaners, for 
example do not have the same prestige as doctors or lawyers.    
 
In integrating this perspective, the research can lead to a wider comprehension of the utility 
of capitals in relation to skilled migrants and career in general.  It can also open another line 
of inquiry into the concept of careers that may shift the focus to an emphasis on 
employment and a sharper accent on economic capital.  
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Revealed in Chapter 2 were the impacts of colonisation on the identities of the once 
colonised minorities that led to a consideration of the ‘Other’ and the practice of ‘Othering’ 
under colonialism by the British and the continuation of this practice in a post-colonial 
Kenya. These are relevant because it provides another insight into the role of capitals by the 
Kenyan Asians as well as a partial explanation underlying their reasons to migrate. These 
outcomes coalesce with the tensions, contradictions and ambiguities in three strands of 
scholarship in Chapter 3: skilled migrants, capitals and career. The central question in this 
study asks: How do Kenyan Asian skilled migrants mobilise their capitals in their career 
experiences in Australia? 
 
The interest of this study lies beyond a singular or one-dimensional assessment of 
Bourdieu’s conceptual framework particularly as it is prone to lack of clear definitions and 
diverse interpretations. Nor is it an advocacy of Bourdieu’s concept of capitals as the only 
concept to examine the career experiences of skilled migrants. The aim is to focus on the 
utility of those capitals in a productive way and introduce a new dimension in the study of 
skilled migrants and their career experiences in the Australian context. Concurrently, this 
study presents the voice of the ‘Other’, skilled migrants with the capacity to transcend the 
experiences of ethnic generalisations and historical inequities. 
 
This literature review has outlined the promise of Bourdieu’s conceptual framework and its 
compatibility in integrating it with insights from two disparate but potentially congruent 
strands in the literature, skilled migrants and careers. An assessment of career as 
intersecting with labour markets, organisations, professions and the processes of ‘Othering’ 
in a host nation can provide an opportunity to advance an understanding of career especially 
as this has become such a transitory phenomenon in contemporary society. The following 
Chapter introduces the methodology, underpinned by a qualitative approach. Chapters 5 
and 6 present the empirical evidence and show how these can be linked to some of the 
areas of tension highlighted in this Chapter. 
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 Research methodology Chapter 4
4. 1 Introduction 
 
In the preceding Chapter the utility of Bourdieu’s concepts of capitals, field and habitus as 
conceptual tools was discussed in relation to skilled migration and career experiences. The 
goal of this Chapter is to discuss the research methodology, design and methods to address 
the central research question:  How do skilled Kenyan Asians mobilise their capitals in their 
career experiences in Australia? To address this question, the methodology is located within 
the constructivist interpretivist paradigm.  It draws upon on a qualitative approach using in-
depth semi structured interviews as the stage on which the participants, much like actors 
share their stories behind their decision to leave, why they chose Australia and how they 
described their career experiences. Notwithstanding the criticism that Western stances on 
qualitative research have subordinated the ‘subaltern’ voices or tried to present the once 
colonised as homogenous (Darder 2018; Given 2008; Lincoln and Denzin 2003), the 
qualitative approach in this study recognises the diversity of the ‘subaltern’ and the impact 
of colonialism and post-colonialism. 
 
Bourdieu is critical of the binaries between qualitative and quantitative approaches 
(Bourdieu and Wacquant 1992).  For researchers deciding which approach to use depends 
on its appropriateness to a particular research topic (Rawolle and Lingard 2013). As the 
principal researcher in this study, there is a commitment to understand social phenomena 
from the participant’s own perspective. This has influenced the chosen paradigm and a 
qualitative methodology. A combination of capitals, playing by the rules in the field, 
demonstrating the power of individual habitus to negotiate and surmount challenges may be 
a plausible explanation for the career experiences of the group under study. Threaded 
through this is an attempt to pinpoint any aspects in relation to capitals, field and habitus as 
part of the colonial and post-colonial experiences.   
 
This Chapter is organised in ten sections. Section 4.1 has already presented the Introduction 
to this Chapter. Section 4.2 examines the research paradigm and the justification for this. 
Section 4.3 is the research design, the research method and the justification for using semi-
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structured interviews. A pilot study was used to test the interview schedule. The interviews 
as the selected method appear in section 4.4 with subsections on the semi-structured forms 
as well as the telephone interviews. This is followed in section 4.5 by the sampling approach. 
The insider and outsider perspective appears in section 4.6 that also includes the notions of 
empathy and ‘common wounds’. Next is an explanation of the ethical considerations in 
section 4.7. This is followed by the approach taken to data analysis in section 4.8 including 
coding and extracting the relevant themes. This is termed the ‘messiness of reality’ (Patai 
1994, p. 81). Section 4.8 also examines thematic analysis. The critical elements of 
dependability and credibility as part of a qualitative approach are in section 4.9 including the 
limitations. The Chapter is summarised in section 4.10. The methodological approach will be 
re-considered in Chapter 8 in the light of the contribution of this study. 
 
4.2 Research paradigm 
 
Researchers wishing to engage in a scholarly endeavour need to address the philosophical 
dimension (Wahyuni 2012) and choose a particular perspective that is most suited to that 
research. This guides the researcher in exploring social reality (Patton 2002). The two frames 
of reference are objectivism and subjectivism or otherwise termed Positivist and 
Interpretive. In the former, researchers investigate reality through scientific methods to 
arrive at generalisations based on experiments and statistical evidence.  In the latter, the 
researcher delves into the reality of dealing with human beings where there is no single 
truth. There is an acknowledgement that there could be a number of realities and these 
could in fact be differences in how individuals perceive their reality (Hennik 2008).  Further, 
reality is ‘what people perceive it to be’ (Taylor, Bogdan and De Vault 2016, p.3). The 
ontological position here is that there is no single world because there are many layers and 
people’s perceptions of the world they observe do differ. Each world is socially constructed 
and knowledge is gained through interactions with others. 
 
Within the research paradigms are the stances of ontology and epistemology (Saunders, 
Lewis and Thornhill 2009; Crotty 1998). Ontology means how reality is viewed. Positivist 
researchers would view reality as objective and not dependent on the social actor (Wahyuni 
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2012).  For the interpretivist researcher, reality is socially constructed, subjective, and there 
are multiple realities arising from the interaction social actors have with social phenomena.  
These interactions take place in the field or in a number of fields.  Epistemology, on the 
other hand means what constitutes acceptable and valid knowledge (Wahyuni 2012).  
Positivist researchers will assert that value free research is desirable and possible. For the 
positivist there exist law like patterns and a type of concreteness not evident in the 
interpretivist approach where the focus is on subjective meanings and social phenomena. 
 
These considerations are fundamental in the research design as they determine in terms of 
the research paradigm, what is the ontological and epistemological position of the 
researcher. As noted in Chapter 3, engaging with Bourdieu’s concepts means researchers 
need to remain thoughtful on epistemological and methodological issues (Özbilgin et al. 
2005). Further, the research design explains the axiology or role of values including the 
perspective of the researcher and the research methodology followed as part of the 
research process (Denzin and Lincoln 2011).  
 
This study is anchored in the constructivist interpretivist paradigm because the issue under 
consideration exists in the social world and relates to the subjective experiences of human 
beings and in this study, skilled migrants of Kenyan Asian origin. Their experiences are 
individual constructions and their interpretations of their experiences in Kenya that shaped 
their decisions to leave Kenya and pursue opportunities in other countries. The accounts of 
their lived experiences, especially in relation to their career experiences as well as the 
interplay of capitals remain the focus of the study. Those ‘lived’ experiences also include 
experience as the ‘Other’.  
 
A positivist paradigm steeped in rationality, objectivity and measures cannot capture the 
richness and the diversity of the human experience. Accessing the views of the participant’s 
means the researcher needs to step behind the socially constructed reality of these 
participants to extract their meanings (Willig 2001). This means, as the researcher, to derive 
meaning through the data analysis process. The research setting for this approach is natural 
not contrived as one expects to find in an experiment. The methodology is qualitative 
designed to provide descriptive data (Taylor, Bogdan and De Vault 2016) and to hear the 
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‘silenced voices’ (Creswell 2013, p. 48). 
 
 It is about learning more about emotion-laden experiences (Knapik 2006). The constructivist 
interpretivist paradigm is the philosophical approach best suited to extracting those ‘lived’ 
experiences unable to be captured through non-qualitative means. Qualitative methods 
provide an insight into how people make sense of their experience that cannot be easily 
provided by other methods as well as answering questions related to the ‘hows’ and ‘whys’ 
of behaviour that are not so easily explained through quantitative methods (Liamputtong 
2008). Lincoln and Denzin (2003, p 4) argue these types of explanations are ‘simply not 
amenable to being answered with experimental and other quantitative methods’. 
Additionally, the interpretations are understood from the experience of others or even from 
the personal experience of the researcher. This experiential understanding is termed 
verstehen (Stake 2010). The role of the researcher is to become the primary instrument in 
collecting the data. The researcher refrains from imposing a priori ideas (Ritchie and Lewis 
2003).   
 
Understandably, the research is emic and the researcher is a part of this conversation so 
subjectivity is a given. However, in the discussion on the ‘common wounds’ effect in section 
4.6, the question arises whether the qualitative researcher can be truly detached. It meant 
ongoing reflection on the motives behind this research. This question raised might not be 
easy to answer which is why the aspect of reflexivity is crucial. This aspect is explored in 
section 4.6 as part of the insider/outsider perspective. The next section describes the 
research design and the method that was adopted. 
 
4.3 Research design and the interview as the chosen method 
 
This section and the subsequent sections explore the design, the interview, the pilot study, 
the sampling approach and some observations related to the transcription process. The 
research design is composed of several elements ranging from its purpose, paradigms, 
qualitative or quantitative method through to the collection of data to generate reliable and 
valid data (Creswell 2013; Ritchie and Lewis 2003). It then follows that underlying this is a 
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form of reasoning. There are two basic forms and these are deductive and inductive 
(Walliman 2006). There is a suggestion that a quantitative methodology will follow a 
deductive and objectivist stance whereas the qualitative approach is predicated on 
constructivist, and subjective viewpoints (Bryman 2012).  In this study, the researcher rejects 
the positivist stance and the deductive approach in favour of the stress on how individuals 
perceive their social world. This strategy is different from the other approaches and has 
been described as the abductive strategy. Blaikie (2000, p. 25) suggests this strategy has 
‘sometimes been described as involving induction’. However, the task associated with this 
approach is of greater magnitude because it begins with the social actor and their 
‘construction of reality, their way of conceptualising and giving meaning to their social 
world’ (Blaikie 2000, p. 25).   
 
Theory, therefore, is generated from the research because researchers can adopt the 
abductive logic when there is an engagement ‘in imaginative thinking about intriguing 
findings and then we return to the field to check our conjectures’ Charmaz (2008 p. 137).  
However, as the primary researcher, there was no opportunity to re-enter the field to re-
interview the participants.  Only the data collected through the interviews was subjected to 
interrogation. This action could also be deemed as abduction and is a better fit with 
grounded theory because of the need to move iteratively back and forth between theory 
and the data (Charmaz 2008). Rawolle and Lingard (2013) suggest Bourdieu’s approach 
might be seen as ‘abductive’ in the sense, both inductive and deductive approaches are 
being applied to data analysis. While there are advantages and disadvantages in the 
different approaches, in this study the researcher’s constructivist interpretivist stance is 
evident through the close engagement with the participants. Assembling subjective views is 
derived from what the individuals are articulating (Creswell 2013). The reasoning applied is 
inductive. As mentioned earlier, an emic perspective, that is, the perspective of the people 
being studied is being taken (Snape and Spencer 2003). This data is not documented in any 
existing database or other printed material. This data could only be excavated through the 
interview process in which the interview captures the substance of the participant’s world 
and their interpretation of their career experiences. Further, a qualitative approach is 
beneficial in exploring the different meanings of the immigration experience and helps 
answer the how and why questions (Iosifides 2003).   
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Design, especially in qualitative research is not a linear but a continuous process because 
social research has the element of the unknown. The unknown for the researcher was 
present on a number of levels. One level was questioning if the population was readily 
accessible especially as their numbers are lower in comparison to other ethnic minorities.  
The other level was in thinking about what amendments would become necessary once the 
process began and finally if the data allowed for the confirmation, dismissal or refinement of 
the theoretical perspective? One other aspect of the research design was to decide on the 
language used in the interview. Australia’s official language is English yet as an avowedly 
multi-cultural society, there are many languages spoken and indeed many migrants are 
either bi or multi-lingual. The English language, as observed in Chapter 3, is one of the long 
lasting legacies of British colonisation.   
 
The Kenyan Asians speak more than one language and many are fluent in the main African 
language, Kiswahili. Having had the lived experience of the ‘subaltern’ and that English is one 
of the requirements under the skilled migrant program, it was a reasonable expectation that 
recruitment and obtaining consent would be in English.  
 
Besides, the researcher had the added advantage of being the ‘insider’. The researcher 
requested all participants to select Kiswahili words or phrases rather than English as their 
pseudonyms. The use of pseudonyms ensured their anonymity but asking them to use 
Kiswahili was being respectful to the meaning they attached to their experiences in Kenya 
and displayed their capacity as multi-lingual speakers.  The use of the Kiswahili language also 
aligns with the title of this study. 
 
Essentially, the overall research design needs to be capable of producing valid and reliable 
data. The method or the technique chosen in this study is the interview. Data collection in 
the form of interviews, observation methods, group discussions and documentary evidence 
are the usual forms of data collection common to qualitative research methods (Legard, 
Keegan and Ward 2003). Ritchie and Lewis (2003) suggest in qualitative research, individual 
interviews help in providing the perspective of the participants and an in-depth 
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understanding of the context. This approach aligns with the researcher’s constructivist 
interpretivist approach.  The following section provides the rationale for using a pilot study. 
 
4.3.1The pilot study 
 
Prior to any contact with the participants, the researcher obtained the mandatory clearance 
from Ethics Committee of Western Sydney University (Appendix E). Upon obtaining this 
approval, the researcher tested the interviews with three participants obtained through the 
researcher’s own network. The pilot study was utilised to test the questions as well as 
explore logistical issues and as a tool for self-reflection as a qualitative researcher. The first 
part of the interview questions was designed to elicit demographic information (Appendix 
C). There were twenty-five questions in total with a number of probe questions.  
 
The rest of the schedule explored reasons for migration, employment and career 
experiences. There were questions related to capitals and questions that would help in 
probing their feelings or perceptions of barriers and their responses to these challenges. 
The pilot test was a useful approach because it helped identify any issues related to 
understanding of terminology and to foresee any issues that could arise because of failure to 
comprehend any terminology used, or other misunderstandings (Walliman 2006). It also 
helped in assisting the researcher to gauge the length of the interview and give more 
insights on the researcher’s performance as an interviewer.  
 
Even though the researcher had a strong background in interviewing applicants for jobs, this 
type of interviewing had a different power dynamic. The researcher felt lower in any power 
equation because the goodwill and information from the participants was necessary to 
progress this study. They could just as easily have refused to participate. The researcher 
planned the interviews for a period of one hour. The researcher was also aware this would 
alter, as some participants would have more to say or others would need more time to 
formulate their responses. Conversely, some would have very little to say and the interview 
could be concluded in under an hour.  
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The three participants in the pilot included two professional women based in Sydney who 
agreed to face-to-face interviews. One interview was conducted in a public space and the 
other in the participant’s home. This was due to her work commitments and she was unable 
to make any other time to meet in a public place. The other participant is an orthopaedic 
surgeon and resides in New Zealand. The interview with him was over Skype. Prior to the 
interviews, the researcher obtained written consent from the three participants including if 
they consented to a recorded interview. Through piloting, it was possible to adapt and 
modify one question as well as have a good indication on timing of the interviews. The three 
participants were also members of the sample population. The participants in the pilot study 
were born in Kenya and had arrived in Australia as children of skilled migrants.  The Kenyan 
born doctor based in New Zealand migrated there as a skilled migrant. 
 
4.4 Interviews 
 
Interviewing is not the easy way out for researchers (Alshenqeeti 2014). Many tend to forget 
that while qualitative data obtained in this approach is rich, holistic or real, the collection of 
data in this way is very time consuming and a very labour intensive process. Compounding 
this is if there is a single researcher involved. Miles (1979) also observes there is a far more 
serious issue present. This issue is whether the data is valid and reliable. The need for a 
reflexive approach in the interview process also needs attenuating (Whiting, 2008). The 
researcher acknowledges ‘that all findings are constructions, personal views of reality, open 
to change and reconstruction’ (Banister et al. 1994, p.151). Nevertheless, the views 
expressed in this study are participant perceptions of reality.  
 
Interviews allow the researcher access through words to an individual’s constructed reality 
and interpretation of his or her own experience (Fontana and Frey, 2000; Minichiello et al. 
1995). The qualitative interview allows the researcher to get close to what the social actor’s 
interpretations are of their experiences and obtain people’s views in depth (Blaikie 2000).  
Kvale (2006, p. 481) suggests interviews capture the varieties associated with the human 
experience including the ‘meaning of their lived world’. Some of the benefits of interviewing 
include obtaining a much more holistic view and participants are speaking in their own 
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voices, expressing their experiences and sharing their particular thoughts and feelings (Berg 
2009).   
 
The plan in the proposed study was to interview at least thirty participants ensuring this 
proposed target led to achieving data saturation (Guest, Bunce and Johnson 2006). A large 
or a small sample size provides no guarantee of data saturation but what is important is 
what constitutes the sample size (Burmeister and Aitken 2012). The target was thirty 
participants excluding the three participants in the pilot study. In this study, data saturation 
was unlikely to happen in a smaller number of interviews as the participants were not a 
homogenous group.  
 
After the first five interviews, there was a realization, every subsequent interview would 
offer fresh insights. Though they shared the label of Kenyan Asian, their experiences, 
migration paths and cultural identity were dissimilar. Reflecting on that experience, there is 
an acknowledgement an increase in the number of participants may have continued to yield 
different perspectives on various career experiences. It is likely even with an increase in 
numbers, data saturation would have been an outcome with regard to the explanations 
underlying the motives to migrate. Another constraint was in relation to the time and 
resource limits for the researcher necessitating the completing of this study within three 
years. 
 
4.4.1 Semi-structured interviews 
 
With regard to the type of interview, the researcher selected semi-structured interviewing 
with open-ended questions. It is a well-established method in relation to migration 
experiences (Maggio and Westcott 2014). However, there were some closed questions (see 
Appendix C) the participants were asked.  Another benefit of semi-structured interviewing is 
that it allows the researcher to expand and probe on what the participant is articulating 
(Rubin and Rubin 2012). Semi structured face to face interviews are useful as these can be 
carried out in a variety of situations and it allows the researcher to judge the quality of 
responses of the subjects, to notice if a question has not been properly understood, and to 
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reassure and encourage the respondent to be full in his/her answers. Thus, signs such as 
nodding and smiling can assist in ensuring responses are complete (Walliman, 2006). The 
semi-structured interview had specific topic areas and the order of the questions was 
responsive to the interviewee. This enabled the researcher flexibility and the ability to 
respond immediately to any issues raised by the participants (Bryman 2012).  
 
Berg’s (2009) recommendation of having a checklist available for each interview was part of 
the process. This included ensuring a copy of the signed consent form, the information sheet 
and the interview schedule. The researcher only carried the tape recorder, if the participant 
had given prior consent to recording the interviews. Following the advice of Talmy (2010), 
the researcher was careful to ask at the end of each session if the participant had any 
questions or comments and re-express her thanks. The thirty interviews were conducted 
from the end of November 2016 through to completion in the first week of March 2017. The 
researcher managed to complete two interviews in December 2017, a time of year when it 
proved very difficult to schedule further interviews.  
 
4.4.2 Telephone interviews  
 
Sixteen telephone interviews were held primarily with interstate participants and a few 
Sydney based individuals. When the data collection phase commenced, there was an 
anticipation all interviews would be face-to-face. However, as the participants came forward 
and interviews were scheduled, it became increasingly evident due to time commitments, 
some participants were unable to meet for face-to-face interviews. This level of flexibility in 
terms of choice suited the participants.  Due to financial constraints, it was not possible for 
the researcher to travel to Western Australia, South Australia or Victoria. Telephone 
interviews have been criticised because such interviews can result in lesser qualitative data 
and nonverbal communication is lost (Novick 2008; Sturges and Hanrahan 2004).  However, 
the research also suggests a meaningful role for telephone interviews in qualitative research 
because people are far more relaxed and as a result ‘qualitative data have been judged to be 
rich, vivid, detailed and of high quality’ (Novick 2008, p. 393).   
 
Furthermore, it can reduce any stress on the part of the participant and as the person is not 
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in a face-to-face situation, levels of anonymity increase (Bryman 2012). Upon reflection of 
the two methods used, there were no discernible differences in the quality of data collected. 
Nor did the participants in the telephone interviews convey a sense of great urgency to 
conclude the interview. In fact, some of them seemed to be relaxed enough to continue 
recounting their experiences beyond the allocated hour. 
 
4.5 Sampling approach and participant information 
 
To seek prospective participants, the main approach adopted was purposive sampling. The 
aim was not to generalise findings to a population, but to gather deep insights and an 
understanding of an under-researched phenomenon (Onwuegbuzie and Leech, 2007). In this 
study, it was the career experiences of Kenyan Asian skilled migrants. The plan was to obtain 
participants through three identified community groups deemed as most likely to have 
members of South Asian in origin and potentially could include skilled migrants from Kenya.  
Following Patton (2002), the criteria for selecting the participants was very much pre-
determined. There was a very high level of optimism with this approach. However, 
Liamputtong (2008) argues the hurdle is getting past the ‘gatekeepers’.  Gatekeepers are 
representatives who control access to community groups.  Studies have shown that 
community members tend to harbour negative views of researchers asking about their life 
experiences (Liamputtong 2008). In this study, the researcher experienced problems when 
the representatives of selected community groups ignored requests for assistance.  This may 
have been due to a variety of factors such as privacy concerns, lack of time to check their list 
of members or the perception that no benefit was likely to accrue to the community. 
Another possible explanation is that the linkages amongst the members of these community 
groups were grounded in distinctive religious and cultural practices that transcended their 
countries of origin. It is not possible to know if any Kenyan Asians were members of these 
community groups. Despite the efforts of the researcher in exploiting social capital through 
professional networks, it became an increasingly frustrating process to find participants. It 
was at this stage the supervisors granted approval to place an advertisement calling for 
participants. This appeared in a national magazine called Indian Link to help raise the profile 
of this research in the wider South Asian community in Australia (Appendix D). This magazine 
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is published both online and print. Although the advertisement yielded only one participant 
from South Australia, his story added to the diversity of the sample.  
 
The search for interviewees was a time intensive process but on reflection, it caused a lot of 
anxiety.  Often, there were questions about having miscalculated on the strategy and not 
being able to find the requisite number of participants for the study. This is the type of 
feeling referred to as the ‘vulnerability’ (Letherby 2003, p. 102). This was more acute as an 
early career researcher.  However, this sense of vulnerability persisted throughout the PhD 
process even when listening to the participants’ accounts of their career experiences. One 
issue that arose was that a single-minded pursuit of the highest form of institutionalised 
cultural capital might restrict future career experiences within industry where possessing the 
PhD would be deemed as irrelevant. The other issue related to the researcher questioning if 
a correct judgement had been made in relation to pursuing higher study. The reality facing 
the researcher after completion of the PhD could lead to becoming a permanent fixture of 
the precariat. The most concerning aspect was around the issues of time, cost and effort in 
attaining cultural capital that would be devalued in the pursuit of employment. These issues 
are explored as part of ‘common wounds’ in section 4.6. 
 
Part of the original plan had included a snowball approach to access participants through the 
researcher’s own networks with members of the South Asian community. This approach was 
strategic (Bryman 2012). The method was opposite to the somewhat formal method of 
attempting to gain participants from the three community organisations.  Key to this is the 
assertion that this snowballing method would facilitate the construction of a pipeline of 
people or a ‘sociogram’ (Blaikie 2000, p.206). These would be people, who share the same 
values and aspirations.  In this example, it would be the experience of living through directly 
or tangentially of a colonial and post independent Kenya as a visible minority, migration 
paths as well as their educational backgrounds. It became more apparent as the names 
came through that these referrals were people who appeared to move in similar social 
circles. 
 
All three participants in the pilot study also proved to be effective ‘snow ballers’ and 
referred the researcher to their own networks of Kenyans they interacted with on both a 
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professional and social basis. The core snow baller was Rafiki who provided fifteen names of 
potential participants out of which only nine consented. The lack of engagement by other 
potential participants was mainly due to time constraints. The number of the referrals from 
Rafiki attests to the significance of her social capital that is both an inspiring blend of 
bonding and bridging capital.  
 
The process of snowballing continued beyond this network with the researcher approaching 
more friends, professional networks as well as contacts within the academic community in 
Australia. The researcher decided to expand beyond Australia and contacted third parties in 
Kenya and Britain to provide leads to any Kenyan Asians living in Australia. This multi-faceted 
approach demonstrates the value of the researcher’s social capital as well as the fact that it 
added another dimension to this study. It also shows placing an over reliance on single 
sources for participants might not be the best strategy when securing a small ethnic 
minority. Before turning to the demographic information, some observations of the 
interview and transcription process are described.    
 
The process was onerous in transcribing interviews and waiting to follow up further leads, 
ascertain interest, forward the information and consent forms, wait for two days to follow 
up again to confirm their interest before scheduling them. If there was no interest 
expressed, then request if they would not mind referring the researcher to any other 
potential participants who met the criteria. Weekly status reports were sent to the 
supervisors to track the progress. As noted above, gathering data like this is time consuming 
as the researcher is engaged in different facets of the project.  
 
Reflecting on the actual interviews, on balance the participants were quite loquacious and 
seemed pleased to have their stories heard. Naturally, time and work commitments meant 
that some participants were keen to answer each question and move on. However, some 
participants who were no longer working or only worked a few hours appeared to be more 
relaxed. Simba and Duka ya Dawa were more expansive and very generous with their time. 
Thus, the time spent with them resulted in different dimensions of their experiences both 
pre and post-migration.   
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Over two hundred pages of data was transcribed making it a rewarding process in that the 
researcher was very close to the data despite it being such a labour intensive process. The 
researcher replayed each taped interview several times to ensure the information was 
transcribed verbatim. Some interviews took place in public places so the recordings had 
many background noises making transcription a bit more challenging. The transcriptions 
were then cross-checked with the notes made during the interviews. Out of a total of thirty 
participants, only thirteen requested their transcripts and out of these thirteen, only two 
responded with minor amendments. Following Yin (2016), each transcript had a consistent 
format. Reading and re-reading was on average at least five times. The aim was to make 
sense of the content, extract themes, look for relationships, points of similarities and any 
outliers (Knapik 2006). Sysiphus, a character in Greek mythology famed for pushing a 
boulder uphill during the day only for it to roll down during the night, would best describe 
the personal experience of the researcher in this part of the process. 
 
In locating participants, the assumption was that all thirty would be residing in Sydney and 
they would have all arrived as skilled migrants. Reading the different locations as noted in 
Figure 4.1 clearly shows the misconceptions with regard to location. There were no 
assumptions made on gender splits though the ages had to be above eighteen as it was likely 
some sort of career experience would have been evident. Figure 4.1 also illustrates the 
gender split. 
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Figure 4.1 Gender split and location of participants 
 
 
 
As more participants consented, it also became clear there was a diversity in the types of 
visas granted to them. This data is displayed in Figure 4.2.  Also shown in Figure 4.2 is the 
diversity in their career experiences even if they had formally exited the workforce. The 
achievement of two participants, Bwana Thika and Mwalimu as recipients of the Order of 
Australia Medal in recognition of their community service in Australia is noteworthy. 
Mahadhiri, a former University lecturer also published an article on the history of Kenyan 
Asians, acknowledged in this study.   
 
 
 
 
 
 
 
 
Gender of participants 
Male
Female
Location of participants in 
Australia  
ACT
NSW
SA
VIC
WA
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Figure 4.2 Visa category and employment status 
 
 
Some participants confirmed Kenya as their country of birth but five out of thirty were not 
born in Kenya. In pre-screening, the researcher ascertained if the participants demonstrated 
either through education or career experiences gained in Kenya. Significantly, all professed a 
close affinity with Kenya and some still had family living in Kenya. The most surprising 
participant was the one who had arrived under the White Australia policy. The data in this 
study has the ideal of both types, thick and rich (Fusch and Ness, 2015; Dibley 2011). The 
thick represents quantity and rich represents quality. These are a truly rich mosaic of 
experiences and have not been aggregated or averaged for what constitutes a ‘typical 
experience’. The approach is more about an alignment with ‘crystallisation to produce thick, 
complex interpretation’ (Denzin 2012, p. 84). 
 
The researcher interviewed thirty participants. Using the demographic information supplied 
by the participants at the start of each interview was used to compile Table 1. This Table 
shows the key characteristics of the participants in this study.  It includes the gender, place 
Visa category 
Business Migrant Family Migrant
Family Migrant Partner Independent Skilled
Other Family Special Visa
Student
Employment status (as at 
interview date) 
Employed Retired
Self-Employed Semi-Retired
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of birth, year of arrival in Australia, job classification as well as their overseas qualifications. 
The qualifications are evidence of their pre-migration institutionalised capital.  Five out of 
the thirty participants were not born in Kenya as already noted. Rather than ruling them out 
of the study, it was ascertained through further questions if they had been educated in 
Kenya or at least had some career experiences in Kenya before arriving in Australia. The fifth, 
Nyambura, born in Hong Kong was educated up to Diploma level in Kenya before arriving as 
an international student. She also confirmed she still had ties to Kenya as her family still live 
there. The label of ‘twice’ migrant could apply to Simba, Bwana Thika and Moja but more so 
to Mhadhiri who was born in Kashmir and arrived in Kenya as a child after 1947.   
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Table 4.1  Key characteristics of participants 
Pseudonym Meaning Gender Birthplace Year of arrival Age at arrival Job Classification Overseas Qualifications 
Amboseli Famous national park Female Kenya 1999 21 Professional IB Diploma 
Barabara kubwa Big road Male Kenya 1999 49 Professional Bachelors’ degree 
Bwana Thika Mr Thika (name of 
small town) 
Male Kenya 1964 32 Professional Master’s degree 
Dada Sister Female Tanzania 1987 25 Professional Diploma 
Duka ya dawa Pharmacy Male Tanzania 1978 28 Professional Bachelor’s degree 
Ex Mwanainchi Ex citizen Female Kenya 1989 43 Professional Diploma 
Hakuna Matata No problem Male Kenya 1986 28 Professional ACCA 
Jambo Hello Male Kenya 1981 27 Professional Master’s degree 
Kijana Young man Male Kenya 1994 24 Professional High School 
Kwaheri Goodbye Female Kenya 2003 40 Professional Chartered Accountant 
Matata Trouble Female Kenya 1986 26 Clerical Secretarial Diploma 
Masai Mara Famous national park Male Kenya 2000 46 Professional Nil 
Maua Flower Female Kenya 2013 48 Clerical Diploma 
Mhadiri Lecturer Male India 1986 43 Professional PhD 
Mhahisabu Accountant Female Kenya 1986 42 Professional Bachelors’ degree 
Moja One Male Kenya 1979 39 Professional Nursing degree 
Mwalimu Teacher Male India 1975 39 Professional Bachelor’s degree 
Mzuri sana Very nice Female Kenya 1999 43 Professional ACCA 
Mwerevu Brave Female Kenya 2010 28 Professional IB Diploma 
Nandi Hills Geographical feature Male Kenya 1986 27 Professional Bachelors’ degree 
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Pseudonym Meaning Gender Birthplace Year of arrival Age at arrival Job Classification Overseas Qualifications 
Ndege Bird Female Kenya 1975 36 Trades Primary school 
Nugu Monkey Male Kenya 2000 30 Professional Master’s degree 
Nyumbani Home Male Kenya 2016 45 Professional MBA 
Nyambura Rain Female Hong Kong 2005 20 Professional Diploma 
Rafiki Friend Female Kenya 1986 29 Professional ACCA 
Simba Lion Male Kenya 1991 44 Trades Certificate 
Swara Gazelle Female Kenya 1974 39 Clerical Diploma 
Toto ya Mungu Child of God Male Kenya 1983 34 Trades Certificate 
Twiga Giraffe Female Kenya 1986 26 Professional Diploma 
Zuri Pretty Female Kenya 1999 40 Manager Diploma 
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4.6 The insider/outsider perspective and common wounds 
 
The insider/outsider perspective has generated much debate especially with regard to the 
outsider going ‘native’ or the role of insider researcher who is supposed to create many 
levels of objectivity and remoteness from the participants of a study. This has an added layer 
of complexity especially if the researcher’s visible markers of race, culture and even 
migration pathway denote their similarity to the participants. It implies there is no 
intellectual rigour. O’Connor (2004, p. 169) suggests there are advantages in being an insider 
but her study highlights the ‘unstable nature of insiderness’. The question is around the 
ability of an outsider to competently understand the experiences of a migrant minority 
(Kusow 2003). Kusow (2003) suggests this dichotomy of insider/outsider is not dependent on 
any notion of pre-determination; rather it is an outcome of the nature of the research topic.    
 
The researcher adopted the stance of reflexivity when detailing any personal experience of 
the phenomenon and continuing to remain aware of the potential of how these experiences 
shaped the findings. To do so, meant avoiding the ‘sin’ of non- reflexivity (Maton 2003), as 
well as research bias (Creswell 2013). Bourdieu’s view on reflexivity, according to Maton 
(2003) is captured in the idea of an ‘epistemic reflexivity’ that can provide far richer 
descriptions of the social world and taking into account the role of the field and the 
relational aspect. The aspect of the field that requires analysis is summed as: 
 
‘One is better off knowing little things about many people, systematically bound 
together, than everything about an individual’ (Barnard, 1990 p. 78). 
 
The relational aspect should not be confused with social relations, understood as social 
networks (Bottero 2009). Everett (2002) in explaining Bourdieu’s views notes how a 
researcher can overcome bias in the three spheres of potential bias in knowledge claims so 
reflexivity is not narcissistic or ‘self-fascinated observation’ (Everett 2002, p. 71). 
 
These aspects were bound up in the researcher’s multiple identities that could have 
influenced, shaped the data and its interpretation (Gunasakera 2007). For example, the 
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multiple identities are as novice researcher, similar racial background as the participants, 
and an ex-Kenyan with experience of the ‘Other’. This is the social bias that can arise from 
one’s origins.  It was also the position of the researcher within the academic field and if this 
even implied a power differential. Finally, the question asked was if the world would be 
construed as a spectacle?  Reflexivity is also defined as the ‘backstage reality of research life’ 
(Grace 1998, p. 204) taking into account all the steps involved in the total research project. 
The role of the researcher in this study was to engage at the human level to hear those 
‘silenced voices’ and elevate the participant views. In sum, the reflexive research represents 
not just the interpretations and analyses but also the presentation of research. These factors 
are characteristics of reflexive research (Guillemin and Gillam 2004). 
 
An advantage the researcher had as an insider was that there was more than one shared 
language, culture and historical experience of migration as well as race and ethnicity. These 
factors can assist in establishing rapport and increase the willingness of participants to 
respond to the research (Liamputtong 2008). The role of the insider is not ‘problematic and 
is respectable research in whatever paradigm it is undertaken’ (Brannick and Coghlan 2007, 
p. 72).   
 
In this study, the researcher’s role as an insider did facilitate the rapport building aspect.  
Achieving this closeness with the participants and listening to what they had to say is an 
important facet of qualitative research (Denzin and Lincoln 2000). To achieve these 
relationships, rapport is critical not only because data is gathered but also because of the 
need to ensure respect between the researcher and the participant (Guillemin and Heggen 
2009). Rapport was evidenced in the fact with some participants that they felt relaxed and 
communicative enough to share their stories for over an hour. None of the participants felt 
obliged to divulge all aspects of their lives. Some experiences did invoke feelings of empathy 
and ‘common wounds’ in the researcher in the course of the study.  This is an aspect 
requiring reflection. 
 
The qualitative researcher has no choice but to be empathetic (Stake 2010). Feelings can be 
triggered by stories told during the interviews that a researcher also shares and is known as 
‘common wounds’ (Gair 2012). The study conducted by Fox et al. (2000) examined empathy 
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amongst medical practitioners who shared the same illnesses as their patients. The shared 
experience of a personal illness becomes a vehicle for the development of empathy. The 
study is instructive in that just as the researcher is supposed to distance himself or herself 
from the interviewee, the doctor in managing healthcare also needs to distance himself or 
herself from the patient even if the medical practitioner is afflicted with the same illness.  
The reality is that doctors are human too. Therefore, a researcher with similar experiences in 
the history of migration, race and language as the interviewed participants is more than 
likely to experience empathy not sympathy during some interviews that connect at an 
emotional level. Twiga, a female participant related her story of having arrived in Australia 
without any foreign currency as the Kenyan Government had at one point very strict rules on 
foreign exchange when leaving the country. The researcher had a very similar experience 
precisely because of this arcane Kenyan Government policy. 
 
4.7 Ethical considerations 
 
In completing the mandatory ethics process, there was a recognition that in thinking back on 
their career experiences, some participants in this study would display feelings of some 
distress, especially if they felt a career experience was not positive or their use or lack of the 
necessary capitals did not result in achieving desired goals. The risks in social research are 
‘almost never physical, but the risks are mental and could include feelings of humiliation, 
embarrassment, loss of respect and self-respect’ (Stake 2010, p. 206). Therefore, the 
proposed study was conducted in strict accordance with the stated ethical requirements of 
and codes mandated by Western Sydney University.  
 
Consent was sought from participants and due care was taken with regard to anonymity, 
confidentiality and any details participants provided.  A letter outlining the research and the 
consent form were emailed to the participants who expressed an interest in participating in 
the study. These are provided in Appendix A and B respectively. The participants had the 
option of consenting either to a face- to- face or telephone interview. The latter approach 
worked best for the interstate participants, though the two participants in Canberra 
requested face-to- face interviews as this suited them best. However, five of the Sydney 
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based participants opted for the telephone interview. No interview proceeded without the 
signed consent form obtained before the date of the interview. Transcripts, notes and audio 
tapes were all stored in a locked cabinet at the University. Throughout the study, the 
participants were referred to by their self-selected pseudonyms and all references to names 
of employers were deleted together with specific locations. These measures further 
strengthened participant anonymity. 
 
In reflecting on the ethics experience, there is harmony with the suggestion that all 
researchers need to be prepared for some ethical tensions (Guillemin and Gillam 2004). This 
becomes more acute especially as all research involving people is a violation of the Kantian 
deontological ‘categorical imperatives’ about using people as a means to an end (Linstead, 
Fulop and Lilley 2009, p. 366). Securing the ethics approval satisfies the procedural phase of 
the ethics process but the second dimension of ethics in practice or the day-to -day issues 
can lack clarity and are not always so readily anticipated (Guillemin and Gillam 2004).   
 
Consequently, ethics is not a mechanical process and is evident with Masai Mara. He 
recalled an incident that according to him was an example of discriminatory behaviour in the 
workplace. He felt the company had denied a promotion and the opportunity to build his 
management career.   
 
He refused to divulge any further information on this and wanted to move very quickly to 
the next question. From an ethical point of view, the researcher was in no position to insist 
on further details even if those details were highly relevant to that aspect of this study 
related to the types of structural impediments encountered by skilled migrants. However, 
the procedural phase of the ethics process was met as the researcher remained conscious of 
not causing any distress to the participant.   
 
The researcher acted in accordance with what the ethics process stipulated. However, the 
ethics process does not give clarity on how to act when faced with unanticipated ethical 
tensions such as this. The researcher made an offer to terminate the interview and asked the 
participant if he wished to continue some other time. The priority for the researcher was 
maintaining the comfort level of the participant and not compelling the participant to 
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provide information that may well have provided an interesting dimension in this study. He 
did however, decline the offer of a postponement and the rest of the interview proceeded 
with no further issues. 
 
4.8 Data and thematic analysis  
 
The quantitative researcher analyses numerical data looking for relationships.  In the pursuit 
of qualitative data, there is a distinct analytical challenge in that the researcher needs to find 
coherent and cohesive descriptions as well as plausible explanations, gaps, inconsistences 
and contradictions in the text. Patton (2002, p. 477) asserts, ‘The analyst works back and 
forth between the data or story (the evidence) and his or her own perspective and 
understandings to make sense of the evidence’. Qualitative data analysis might denote 
simplicity but it hides levels of complexity.  For the researcher, it means the added burden of 
exercising care and self-awareness (Miles, Huberman and Saldanha 2018). Bringing it all 
together or interpretation is very much an iterative process, switching back and forth to the 
literature review to derive codes, categories and labels from the chunks of data with the aim 
of identifying the emergent themes (Renner and Taylor-Powell 2003).  
 
Coherence can only emerge after a movement back and forth across all the data gathered 
(Smith and Firth 2011). Making sense of the data is combined with a more holistic view of 
the context that leads to the researcher taking the responsibility for offering suitable 
explanations of the phenomena under study (Mathison 1988).  
 
In outlining the different approaches to qualitative data analysis in the social sciences, there 
are three possible approaches to analysis: ‘literal, interpretive and reflexive’ (Mason (1996, 
p. 54). Table 4.2 shows the three approaches with an additional column to demonstrate how 
these have been integrated in the analysis. Mason (1996) also suggests that the researcher 
will tend to use a combination of approaches. Regardless of which approach is used, the 
researcher has the choice to manually analyse the data, use a computer-assisted method or 
use a combination of the two. 
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Table 4.2 Types of approaches to qualitative data analysis 
 
Approach Meaning How the researcher integrated the 
three approaches in the analysis 
Literal The focus on the exact use of particular 
language and grammar. 
In this study, it was the way the 
participants used the English language 
including the use of metaphors, 
demonstrating communicative 
competence.  English as the language 
of the host nation attests to embodied 
cultural capital 
Interpretive A focus on making sense of meaning in the 
participant accounts. 
Examining what they had to say on a 
range of topics especially on how they 
might have used their capitals or 
demonstrated habitus in their career 
experiences.  There was a recognition 
that participants were different in 
their understanding and experience of 
what reality is. 
Reflexive The focus is on the researcher to examine 
the contribution made by the researcher in 
creating the data and the analysis. 
Examining the role of the researcher 
throughout the research process and 
what conscious or unconscious 
attitudes were brought.  For example, 
the similar ethnic background to the 
participants including the ‘lived’ 
experience as a skilled migrant.  Self-
questioning capitals and responses to 
any structural impediments? 
(Adapted from Mason, J, p.54 Qualitative Researching. London: Sage .and Welsh, E 2002, 'Dealing with Data: Using NVivo in the 
Qualitative Data Analysis Process', Forum: Qualitative Social Research, vol. 3, no. 2. 
 
As suggested by Welsh (2002), the use of software in the data analysis process may well add 
to the rigour of qualitative research and though computer software is a useful ‘mechanical 
clerk,’ it is still not a substitute for a researcher’s insight and intuition in relation to 
theorising and interpreting data (Taylor, Bogdan and De Vault 2016). More and more 
electronic methods of analysis are in vogue and innovative researchers tend to employ some 
mechanical aid as part of their analysis. However, at the risk of being called a non-innovative 
researcher, this researcher subscribes to the view that qualitative data analysis is an 
‘attractive nuisance’ (Miles 1979). A nuisance because it is so time consuming and a stress 
inducing exercise. It is attractive because the richness, tensions and contradictions in the 
data provides insights and many points of reflection for the researcher. Using a computer 
software package may not always give severely resource-constrained researchers these 
reflective pauses. The challenge for the researcher remains in ensuring worthiness and to 
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demonstrate the methods of analysis are formulated correctly. This helps the researcher to 
enter the analytical phase with no assumptions or attempt to force the data to fit any pre-
conceived notions. 
The qualitative data generated in this study was manually analysed with data coded to 
identify common themes and topics and bring together the data segments (Bazeley and 
Richards 2000). The data had a certain quality of messiness about it and before any meaning 
could be extracted steps like data cleansing, refinement and processing were undertaken. 
This messiness is the reality of the participant’s ‘lived experience and interpreting this may 
lead to a questioning of the methodological precision (Schuller, Baron and Field 2000). 
As the primary researcher, there was an overload when beginning the task of creating 
clusters from the data. While there are some challenges associated with being a single 
researcher such as avoiding research bias, there is also the advantage of being a single 
researcher and approaching in a systematic way the collection of data and then coding to 
extract the themes.  As the process commenced, none of these clusters of data was concrete 
because as the analysis progressed, it was a process of collapsing, changing and even 
combining packets of information.  The assembling, disassembling and reassembling of the 
data followed Yin’s (2016) model reproduced in Figure 4.3. 
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Figure 4.3 Approach adopted for data analysis 
Adapted 
from the model by Yin R.K., 2016. Qualitative research from start to finish. Guilford Press, p.186.  
 
Emerging and relevant themes to the research topic is a key tool not a specific method in 
qualitative research (Boyatzis 1998). Considered ‘mysterious’, ‘abstract and fuzzy’, or even 
decontextualized, it is still useful (Ryan and Bernard 2003). It is lacking in a distinct heritage 
and not been recognised as an identified approach (Bryman 2012). Though thematic analysis 
might lack the brand, it still helps reveal noticeable themes in textual data (Attride Stirling 
2001). Further, it is compatible with the constructionist paradigm (Braun and Clarke 2006).  
In the analysis, two sets of themes were extracted based on the number of repetitions 
(Bogdan and Taylor 1975) and metaphors (Lakoff and Johnson 1980).  
 
This only occurred after a thorough reading and re-reading of the transcripts several times 
and underlining key words and phrases. In extracting these themes, it became evident that 
the emerging themes on migration, employment and careers would not directly address the 
research question. The first set relates to the themes as informed by the literature on 
migration, employment and career. These were then grouped from the responses of the 
interviewees under large clusters and then sub-clusters before drawing connections to show 
relationships. However, as each participant experience was treated as unique, the 
differences amongst the sample were captured. The researcher separated the first set of 
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data into the reporting themes. These reporting themes are linked to migration (Figure 4.4), 
employment (Figure 4.5) and careers (Figure 4.6). These were the outcomes based on the 
framing and sequencing of the questions to elicit demographic information. The researcher 
did not ask any participant a direct question related to the concepts of capitals, field or 
habitus. However, Bourdieu’s theoretical concepts underpinned the questions. The literature 
on migration, employment and careers was then positioned as a filtering mechanism to 
understand the reasons behind migration as well as an exploration of what career 
experiences signified. 
 
Figure 4.4 Reporting theme 1 migration 
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Figure 4.5 Reporting theme 2 employment 
 
 
Figure 4.6 Reporting theme 3 careers 
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The literature on capitals, field and habitus informed the second set of themes. The 
responses by the interviewees were grouped under various clusters from which the themes 
were extracted and presented as the analytical themes. Four themes emerged initially in this 
data but this was further refined and collapsed into two main themes and corresponding sub 
themes. Even though these were all individual responses, commonalities were evident and 
as each participant’s experience was considered unique, the outliers were also included. 
Table 4.3 illustrates the analytical themes. 
Table 4.3  Analytical themes  
Theme 1 Pre-migrant capitals facilitate entry under the skilled migration program 
and are mobilised to access the labour market 
Sub Themes Qualifications as institutionalised cultural capital 
Language of the host nation as embodied cultural capital 
South Asian values as embodied cultural capital 
Types of capital (Social, economic and domestic)  
Entrepreneurship as a form of social capital 
 
 
Theme 2 Onshore employment and career experiences 
Sub Themes Experience of employment and non-employment related challenges – the 
field of struggles 
Demonstrating resilience and self-efficacy – Habitus (embodied cultural 
capital) 
 
4.9 Reliability, validity and limitations 
 
In qualitative studies, the purpose is to generate understanding and consider dependability, 
trustworthiness and credibility as factors to attest to the credibility of the study. Reliability 
and validity concerns are essential for quantitative research. Maxwell (1992) maintains that 
validity has been the subject of keen debate in legitimising qualitative research.  
 
Perhaps there needs to be a redefinition of these terms when one engages on qualitative 
research. Lincoln and Guba (1985) suggest trustworthiness is a better measure for reliability 
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and validity in qualitative research. In addition to this, the elements of credibility and 
dependability are important (Bryman 2012). In examining credibility in the present study the 
measures of thick description, adopting a well- established research method and frequent 
debriefs with the supervisors would attest to this credibility. Lincoln and Guba (1985) also 
note that dependability is achievable, if the measures of credibility are included.   
 
With regard to dependability and following Shenton (2004) the research process is described 
in detail, the way data was collected and ongoing attempts to maintain a reflexive stand.  
The experiences described by the participants are their personal experiences and though 
some experiences may parallel the researcher’s experiences, participant experiences are 
confined to their times and contexts, not the researcher’s. Data from a variety of 
participants have provided information not just for the one phenomenon (i.e. career 
experiences) but also migration. There are multiple perspectives or, several angles in 
reliability and validity concerns (Atkinson and Delamont 2011). In this study, the keeping of 
detailed field notes on the interviews and any other observations also strengthens this claim 
of credibility (Wu et al. 2016)  
 
The researcher acknowledges that a potential limitation revolves around researcher bias and 
that some participants viewing their achievements as successful may have glossed over any 
disappointments and negative experiences.  This was given due consideration in framing the 
interview questions in an open-ended way as informed by the relevant literature. However, 
it was not just the literature review on the three strands of literature: skilled migration, 
capitals and careers that underpinned the questions. The pre-migration experiences were 
also of interest because all migrants have a sense of where they come from and why they 
chose to migrate. Consequently, the open-ended approach in the interviews was 
advantageous as it was possible to extract the pre-migration capitals. 
 
One source of uncertainty was that the interview questions could have specifically targeted 
to capitals, field and habitus. However, this would have pre-supposed each participant knew 
exactly what the terms meant. As demonstrated in Chapter 3, these conceptual tools 
themselves have been the subject of much criticism. Nevertheless, the questions were 
closely scrutinised by the supervisors. A supportive environment was necessary to 
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encourage participants to share their individual stories. During the pilot, the questions were 
further tested. The data was systematically labelled and clustered. It is not possible to 
account for all the variables and personal tendencies of the participants. However, the 
information collected was an integral part of the data and explored how capitals are 
mobilised.   
 
The views of the sample group cannot be generalised due to their different community 
backgrounds and their experiences. In adopting a constructivist approach, the aim was not 
to make broad generalisations across the whole population of skilled Kenyan Asian migrants 
in Australia.  Onwuegbuzie and Leech (2007) suggest the goal of qualitative research is not to 
undertake generalisation beyond the sample to the population.  Nevertheless, the size of the 
sample group was adequate for addressing the research question. This study provides a base 
with potential to create future opportunities for complementary research to conduct larger 
studies contextualised spatially and temporally.  
 
4.10 Conclusion 
 
Chapter 4 has outlined the philosophical considerations and the choice made to proceed 
with the interpretive paradigm as the most appropriate way to interpret the meaning the 
participants attached to their career experiences. This research follows the qualitative 
approach to access the ‘lived’ experiences of the participants that leads to thick and rich 
data.  It is the personal views of both women and men Kenyan Asian migrants presented in 
the two empirical Chapters that follow. In conducting this research, steps were taken to 
ensure credibility and ethical considerations. Acknowledging limitations inherent in this 
study have also been outlined.  A particular focus has been on the role of empathy and 
‘common wounds’ that are bound up in the qualitative approach evident in this study.  There 
are two empirical Chapters following Chapter 4. Chapter 5 presents the participant accounts 
structured around motives for migration, work and employment and careers. Chapter 6 
contains the participant accounts structured around the analytical themes as informed by 
the concepts of capitals, field and habitus with a focus on career experiences.  
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 Perceptions: migration, work, employment and career Chapter 5
 
5. 1 Introduction 
 
Chapter 4 presented the research design, the methodology adopted and the data collection 
process. Chapter 5 draws upon the qualitative findings from thirty semi-structured 
interviews focused around three key themes: Kenyan Asians communicating their motives to 
migrate; their meanings attached to work and employment and their perceptions of career.   
Bourdieu’s framework is also utilised to the extent it is used to draw out the types of capitals 
mobilised and complementing the extant theories on migration, work and careers. This 
framework contributes to the organisation of this Chapter and commences with an 
examination of the motives underlying migration. These motives are linked to the decision 
to stay in Australia.  This includes a consideration of the ‘myth of return’, a concept popular 
in migration studies and introduced in Chapter 3. As the participant group is homogenous, 
no attempt is made to aggregate the ‘lived’ experience of the individual. Their stories 
represent thick rich descriptions enabling the reader to gain a better appreciation of the 
skilled Kenyan Asian group in the light of the historical background presented in Chapter 2.  
This Chapter has eight sections. 
 
5.2 Motives to migrate 
 
This section provides the findings based on the stories related by the participants.  The 
profound statement from ‘Jambo: ‘Coming to Australia was not a sacrifice. The sacrifice was 
what we lost’ on the one hand expresses a positive view of Australia echoed across the 
participant group especially as a few participants did have the choice to go to Britain, Canada 
and Sweden. On the other hand, this ‘sacrifice’, is suggestive of some negativity experienced 
in Kenya and Africa generally leading to the decision to exit. But, more poignantly, it is 
indicative of a sense of loss in that the African experience that held deep potential was never 
realised for this group of participants. 
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The migration of these skilled migrants from Kenya to Australia was for many related to 
political and economic reasons experienced in Kenya. Even if there was existing family in 
Australia for a small minority of the migrants, the prevailing political and economic climate 
in a post-independent Kenya was a contributing factor. Moving to further career was, 
surprisingly only a factor for two participants. For these two, the move based on career 
represents adding to their existing institutionalised cultural capital. 
 
Bwana Thika is a unique participant because he arrived during the years of the White 
Australia policy and wished to develop his career as a scientist having completed his 
qualifications in Britain. He later developed his career as an academic with a well- known 
University in Australia. His achievements included international work placements at a 
reputable American University as well as a project with the National Aeronautics and Space 
Administration (NASA) and other senior fellowships. He was a recipient of the Order of 
Australia (OA) for his services to community and is evidence here of symbolic capital.  He 
comments on his reasons for leaving Kenya: 
 
‘I was disillusioned there.  I thought about the whole thing.  Kenya was not for me as 
a scientist. There was nothing going on which I could use my skills as a scientist.  
Teaching was the only sort of profession and even at the University, there was 
nothing going. I think in the five years of their existence, they had only one research 
paper published and that was some educational publication. I found no future as a 
scientist’. 
 
There was a mix of motives including career for Nugu, an IT professional who said: ‘What 
attracted me were career opportunities, good lifestyle, positive social and economic factors’. 
 
Bwana Thika clearly expresses concern there were no career prospects for him in Kenya in 
his chosen field whilst for Nugu who arrived in 2000, career was just one of a number of 
factors.   
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For these established professionals, their skills and overseas work experience or cultural 
capital retained their value post migration. Nugu had a successful career in Kenya as a 
software developer and was very confident he had the skills and experience to gain 
employment and pursue his career path. Upon completion of the 2000 Olympic Games, 
Nugu had received four employment offers. For this participant, there is a combination of 
factors underlying his particular migration path.  He made no explicit connections to politics 
or economics but more about his perceptions of the benefits Australia offered. It was 
lifestyle and an opportunity for career experiences. The migration of these two professionals 
was a way of increasing their existing range of skills. It aligns with the model of the 
boundaryless career. Only three participants who had left Kenya prior to 1982 who had lived 
in Britain said they had also migrated for lifestyle and climate reasons.  
 
There is evidence of the acquisition of more cultural capital and the pursuit of a 
boundaryless career for Moja. He arrived in 1979 from Britain with employment already 
secured in a major capital city and in a senior position as Head of the Intensive Care Unit in a 
well-known hospital. In recounting his reason, which was primarily the favourable weather 
in Australia, he mobilised his institutionalised cultural capital to secure this employment.  
Later on, he used work experiences in the medical industry to manage two nursing homes. 
His cultural capital had been enhanced a result of his role in that hospital.  Accumulating 
economic capital was not the primary concern for Moja’s decision to migrate. 
  
‘No, the weather was the real reason. It could be financially but when I consider I 
went to Canada for two years from 1965-67, financially it was good, but minus 30? 
No way! Why people migrate could be economic, political, I have done my research as 
to why people migrate. My reason purely was to do with the weather. I could not 
stand it.  I mean we had family, stable jobs, but no’. 
 
Interestingly, a small minority from Kenya who did have the option to migrate to Canada, 
Sweden or Britain also declined because of the weather. Participants such as Moja and 
Bwana Thika had left Kenya shortly after Kenya gained independence in 1963.  In the years 
they had spent in Britain, they studied, worked and established their careers in their chosen 
professions. 
136 
 
Another dimension in the motives to migrate is arriving as an international student, a 
phenomenon of the internationalisation of education. Australia has a policy that enables 
students to apply for skilled visas in order for them to settle in Australia. As another pathway 
to Australia, this was relevant for the three participants who arrived as international 
students and enrolled in Australian Universities.  Upon graduation, they found employment 
and eventually secured permanent residency and naturalisation as Australian citizens.   
However, that is not to suggest that the value of an Australian qualification would result in a 
successful employment and career outcome.  As noted in Chapters 2 and 3, even the value 
of Australian qualifications is questionable because it does not mean career experiences will 
produce optimum results. Further details on the devaluation of this form of capital are 
explored in Chapter 6. 
 
The literature also suggests social capital in the form of networks overseas is a reason to 
explain migration. However, none of the participants stated that having an established 
community in Australia was the primary reason to migrate.  In fact, in the early years of the 
Kenyan Asian migrants arriving here, there were no established communities in Australia as 
these developed much later with successive waves of migrants who identified with the 
cultural and religious orientations of their own communities as they had experienced in 
Kenya, Britain and Papua New Guinea.  Kwaheri had this to say: ‘There were no community 
networks either for this decision’. When Twiga was asked if the decision to migrate was 
based on the existence of an established community in Australia her response was an 
emphatic ‘No’. Ex-Mwanainchi notes when she and her husband first arrived they lacked not 
just family support but also a community network: ‘Really we did not have family support or 
even a community network when we arrived’. 
 
Mwalimu, arriving as a trained Physics teacher expressed his somewhat different view in 
response to whether community was a reason for migrating to Australia.   
 
‘Not interested in community – they were too few.  We were much more absorbed in 
the Australian society – we never really thought about community’. 
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Social capital in the form of community networks was not a resource that the majority of the 
early or even later migrants drew upon for their career experiences. Nugu, acknowledged 
which aspects of his pre-migrant capitals were important and clearly shows resources such 
as community networks or even family had no role to play. He believed his education and 
qualifications were convertible. 
 
‘I think primarily my education and qualifications were most transferable when 
looking for work but I never really had to resort to any form of networks in the 
community as such’. 
 
Also demonstrating an independent streak is Swara, (gazelle in Kiswahili) as she described 
her basic job seeking approach: ‘I walked into the (name of company withheld), l and uh…got 
the job.’ 
 
Even, Ndege (bird in Kiswahili), in the machinery operator classification of occupational 
classifications in Australia, demonstrated this independence and proactive approach rather 
than placing any reliance on existing community networks. 
 
‘My husband had his job within a month of arrival and so did I. I got it after the first 
interview and I remember door knocking along (name of street withheld) looking for a 
job’. 
 
As can be seen from the above accounts, these are the outliers emerging from the 
participant accounts. The overwhelming reason for migration for the Kenyan Asians was 
their experience in a post independent Kenya. The label of ‘subaltern’ persisted in an 
independent Kenya.  Even revoking British citizenship and acquiring Kenyan citizenship was 
not always a guarantee of equality of access to work or promotion as was first highlighted in 
Chapter 2. This sentiment flowed through in some of the participants’ accounts. This was 
their field of struggles in a post-colonial Kenya. Whilst many Kenyans decided to stay on 
post-independence there was always a sense of insecurity that was heightened by the 
events in Uganda in 1972 and the failed coup attempt in Kenya in 1982. The latter event had 
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a direct impact on a few participants. The former event is related to the expulsion of all 
Asians from Uganda in 1972 ordered by Idi Amin. 
 
The majority of participants noted in their experiences how pivotal the political and 
economic instability in Kenya was a reason for leaving Kenya. Rafiki, a Management 
Accountant, who arrived with her family in 1986, had a very personal experience of the 
failed coup attempt in 1982. As she describes it:  
 
‘We were involved in the coup in August 1982 and we saw a lot of bloodshed. We had 
thugs in our house and they were shot in our house, yes badly. They were targeting 
Indians only because they (the Africans) were looting’.  
 
On the other hand, Duka ya Dawa, a Pharmacist by profession who left in 1978 when he 
narrated his reasons for leaving: 
 
‘Political reasons. Why? Because that was the year, that Kenyatta died.  I have got to 
be honest. Indians being a minority were targeted. I remember clearly that Moi’s, 
(name of the new President after the death of President Kenyatta), business partner 
who had a large family in the Nairobi suburbs – that one weekend, they killed 
everyone except two people. His business partner in Eldoret was an Indian guy and 
they had a large family in the suburbs of Nairobi. That weekend all the family had 
met together in that house – thirteen of them. Eleven died from machete attacks.  
Their heads were cut off’. 
 
This view was echoed by another participant who also commented on the political situation 
as a reason to migrate linking this with the concern for the future of the children. Ex-
Mwanainchi eventually left Kenya in 1983 to join her husband in Australia.  
 
‘Political instability – to my way of thinking that was the reason and the fact that our 
children would have a better life in this country rather than in the Kenya we were 
living at that time, education wise too’. 
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Post-independent Kenya meant not just the Kenyanisation but also Africanisation of jobs. 
Mwalimu was a Physics teacher, trained in Britain and who left Kenya in 1975. He reported: 
 
‘I was a Kenyan and educated in London and I had started the HSC at that Girl’s 
School. Our Principal, an English lady was about to retire. I being a trained teacher 
expected to become the Principal. But they brought in an African lady from the bush 
so when I questioned this, the Secretary in the Department of Education, a nice 
person told me that If I had appointed you the Principal, there would have been 
questions asked in Parliament and that even though he is a Kenya citizen, he is not 
black. So they offered me a job as an Inspector in a regional district, which I refused.  I 
was so frustrated and also because at this time there was the issue of Idi Amin in 
Uganda, the situation was deteriorating so I thought this is not the time for me and 
my kids to stay here’. 
 
Therefore, it is not surprising that Australia did represent a safe haven for some. Jambo, who 
arrived in 1981 and with two undergraduate degrees from Canada described the losses his 
parents experienced in 1964 in Zanzibar. For him a sense of security was paramount.  
 
‘So when I came to Australia I actually felt I had a country now that I can hold my own 
and that is secure, is safe and I am treated with the same level of dignity as 
everybody else. My rights are enshrined.  It does not really matter what my neighbour 
thinks of me but my rights are enshrined in law. You don’t have to worry that 
tomorrow morning the Government is going to come and take everything like what 
they did in Zanzibar so that was very important for me’. 
  
Nandi Hills, even though possessing a scientific background felt his chances were limited in 
Kenya and it all had to do with what profession one had.  He commented: 
 
‘If you were in a profession, it had to be a profession of recognised value like a doctor 
or a pharmacist, something to do with the medical line. Then you would be able to 
stay in the profession and get work.  But if you were in other professions with other 
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qualifications; the chances of getting jobs were becoming more and more difficult for 
Indians (Asians)’. 
 
As noted in Chapter 2, a strong historical connection exists that explains the arrival of the 
early communities from the Indian subcontinent. However, the negative conceptualisation 
of migrants as the ‘Other’ remained an inescapable fact for the Kenyan Asians.   
 
5.3 Gender in migration  
 
One striking aspect of the data is related to gender. Overall, the women in this study group 
have not been passive players or played the role of trailing spouses. Admittedly, even if most 
arrived as dependents under the family migrant category, they still met the requirements of 
the skilled migration program. A large majority of the women in this study were educated 
and had engaged in career experiences before arriving in Australia with their families. Even 
though immigration rules tend to enforce dependent status for women accompanying their 
partners, there are instances where women with the requisite capitals are principal 
applicants. These women are increasingly employable in sectors that are short of skills. 
Kwaheri, a Chartered Accountant by profession came as the single principal applicant having 
met all the requirements of the independent skilled migrant visa category.  As she stated: 
 
‘I had a strong degree of confidence.  I was determined to make it work.  In Kenya, 
they said that I was forty; I would not get a job and that I might end up selling 
jewellery in a shop. And that I was making the wrong decision just because my 
brother was here. But, I was thinking of the future. I had no plans for marriage. I had 
a career and I said I will make it work. Basically, I took a punt and came here.  My 
education and qualifications were very transferable in looking for work’. 
 
Similarly, Mwerevu, Amboseli and Nyambura, the international students were the skilled 
migrants in their own right rather than dependents of other skilled migrants. It should be 
noted that at the time of the interview, Nyambura reiterated her ongoing single status and 
was fully engaged in productive career experiences in a tertiary environment.  
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5.4 The myth of return 
 
The concept of the myth of return was initially introduced in Chapter 3.  As a concept, it 
resonates with the experiences of particular minority groups.  However, in this study, only 
two participants indicated they were exiting Australia in the near future. This decision to 
leave was not based on the types of challenges they had experienced initially as 
international students in Australia or even later in their career experiences. Nor is it about 
harbouring any fantasy return to their countries of birth. For both Mwerevu and Amboseli, 
professional chemical engineers, there is a return to two developing countries, Pakistan and 
Kenya respectively.  An emotional attachment and altruism are behind the move to Pakistan 
for Mwerevu. 
 
‘Um actually in terms of my career because I am not actually planning to live here, 
emotionally and personally I’m very attached to Pakistan and not because of my 
husband.  It’s the place. I’ve a strong emotion connection to the place and I want to 
do something for it’. 
 
Amboseli expressed a similar sentiment to explain her intended return to Kenya.  This has a 
career experience factor attached to it but is also bound up with personal reasons. 
 
‘I think the main decision is because I have the backing from my boss. Basically, he 
wants an overseas office. He took advantage of the fact that I am from Kenya and I 
can help in that way. They would not have to pay extra for accommodation.  But for 
me I think the driving factor was the fact that there is this desire to go back there and 
be there.  I’m not thinking this as career wise.  It is purely a choice and because it is an 
opportunity to spend time in Kenya and with the family’. 
 
The majority of the participants have made the decision not to return to Kenya or even 
Britain. Their comments are positive about Kenya and Australia. Swara commented: 
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‘I still like to go visit Kenya.  But just to visit not to live. They ask me if I still wish to live 
in Australia. I say yes. I could never stay in Kenya.  If I had to decide all over again, I 
say Australia – good choice’. 
 
Nugu and Rafiki respectively echoed this sentiment. 
 
‘For me it has been quite favourable, fun and a fantastic environment to grow. At 
times I wish was born here in Australia rather than starting here at the age of 30’. 
 
‘Australia has been fantastic to us, settled well, done very well, both my kids doing 
very well now.  No, I am very happy.  I would not move to anywhere else’. 
 
Yet, there remains a connection for some but there is no expressed desire to return. Moja, 
for instance is actively involved in projects in the school he went to in Kenya. He has been 
able to use his economic capital and social capital gained in Australia to gather support in 
the form of donations to that school.  The comment illustrated Moja’s sentiments: ‘I was in 
Kenya last year for the first time and I still feel a linkage there and I don’t mind going there. 
My roots are there’. 
 
Simba smiled when he stated: ‘Very good memories of Kenya, hopefully everlasting and I 
basically enjoyed life growing up in Kenya’. For Kijana it remains a source of pride to be 
associated with Kenya: ‘I think we can be proud as Kenyans and we definitely have 
advantages than other countries’. 
 
The comments illustrate the fact here and there ties between home and host countries are 
not mutually exclusive. Not all migrants have lost their sense of identity about their country 
of origin and some do remain nostalgic about their experiences in Kenya.  
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5.5 Decision to stay 
 
The majority of the participants in this current study of Kenyan Asians expressed no desire to 
return to Kenya or Britain.  Even though some of them had experienced difficulties in their 
career experiences, the results were overwhelmingly in favour of staying in Australia.  Some 
such as Nugu, expressed a wish about wanting to have been born in Australia: ‘At times I 
wish was born here in Australia rather than starting here at the age of 30’. Or Simba, who 
expressed the following: ‘Wish I had come to Australia earlier than when I came because I 
would have had a more widening career experience’. 
 
The motives to migrate are insufficient to explain the decision to remain in Australia. It is 
equally important to understand the background of these participants as well. For instance, 
the majority of the participants reported the significance of having an outward focus, 
brought up in a pluralistic country that at one time was an ex-British colony. Others 
mentioned their previous exposure to the West either as students or for work. All these 
factors in all likelihood enabled integration and adjustment to the Australian way of life. 
Crucially this was a result of that historical background and the assimilation of the Western 
ways of thinking and perceiving the world. It was the sincerest form of mimicry such as 
learning the English language and through which the once colonised adapted to the culture 
of the coloniser. This is embodied cultural capital in practice. 
 
When participants were asked if any overseas experiences were responsible for helping in 
the settlement in Australia, Jambo stated: 
 
‘Yes the fact that Kenya was such a pluralistic country and I was working closely with 
students and friends from different backgrounds and experiences. In Canada, I was 
exposed to different cultures again – Western culture so to speak that enabled me to 
acculturate to Western life and so on. So when I came to Australia I felt that I had a 
few obstacles to cross but I felt I integrated quite seamlessly when I came here’. 
 
Kwaheri added: 
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‘And working in Kenya I came across many different clients regardless of their 
background. I think that helped me or prepared me when I came here. I was used to 
different people and I knew I could adapt regardless of age or culture’. 
 
Another factor to consider is the role played in some communities by the figurehead of a 
particular community. For instance, for members of the Ismaili community, the role played 
by their spiritual head was critical in the decision to stay. Jambo expressed his view: 
 
‘I also knew the Aga Khan was in Australia in 1979 and that perhaps was another 
incentive in that the Aga Khan had been to see the community in Australia and that 
therefore would be a place.  As if, he had endorsed the place.  Know what I mean?’ 
 
Or Swara’s comment that is supportive of Jambo’s statement: ‘Oh yes, the Aga Khan said to 
us make this your home’. 
 
For the Kenyan Asians, their sense of community is linked to the language, religion and 
perhaps their membership of their community. This is important in terms of their identities.  
Historically, and as noted in Chapter 2, the role of the leader for the Ismaili community is 
very influential and the global Ismaili community follow his directives. None of the Ismaili 
participants in this study expressed any disagreement with those directives. This indicates 
the importance of the structure and leadership of particular communities and the role these 
can play in the adjustment experiences of the new migrants. 
 
The first theme on the reasons for migration for men and women, the lack of the myth of 
return and the decision to stay represents a shift away from the traditional approach that 
migration is more in line with economic gain that fits neatly with the human capital 
approach.   
 
For a large number of these participants, the decision to leave Kenya was linked to their 
distinctive position as a minority. These interviewees are members of a minority that was at 
times as unwelcome in a post- independent Kenya as it was under British colonialism.  These 
participants have demonstrated a commitment to Australia to the point of a few expressing 
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they wished they had been born in Australia.  The majority of them indicated no desire to 
return to Kenya or even Britain, as a result of their own particular experiences. 
  
5.6 Work and employment  
 
A second emerging theme from the empirical data is related to work and employment and in 
particular the meaning of these terms to the participants. Chapter 3 highlighted the 
differences in which the latter tends to be associated with payment. Work and employment 
are precursors to career.  The aim here is to show the participants attached a multiplicity of 
meanings and no apparent distinctions made between work and employment. The outlier 
here is the distinction first made by Zuri, the participant who arrived as a business migrant 
and then a few other participants.  She linked employment to self-employment and the role 
her community background as well as her upbringing played. 
 
Rather than the ubiquitous view of employment as working for an employer, employment 
meant the pursuit of self-employment as a desired goal for some participants. This view 
appeared to be shared by members belonging to a particular community background.  For 
Zuri, a member of the Oshwal community, her view was: ‘We still had businesses running in 
Kenya so no urgency to look for something right away’. 
 
Zuri had owned and managed two family businesses before migrating to Australia. She 
demonstrated no haste to adopt a survival strategy by looking for any work or even a 
business opportunity in Australia.   
 
Her family had stocks of economic capital inclusive of the running businesses in Kenya and 
these were sufficient.  It is also indicative of the ‘here and there’ mentality of some migrants 
and that is maintaining some interest in the country of origin but living in the host nation. 
 
In explaining her community background and the propensity to be self-employed, she 
continued: ‘Then our community as such is – well they do their own business. They do not go 
to work for somebody. So that is in our blood’. 
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Suggesting it may have something to do with the family history she noted: 
 
‘Initially my grandfather and my husband’s grandfather they came from India to 
Kenya – both were British colonies. They had found out that not much Indian stuff 
was being sold in Kenya to people already there. Those days coming to Kenya by boat 
took two months to travel on a small boat but these grandfathers were opportunistic 
and they really wanted to widen their horizons and all that. So, it’s always been like 
that, I think’. 
 
Other participants who had not applied in the business migrant category also sought self-
employment but only after working for an employer. In her own words, Rafiki introduced 
this point of the community background and the influence of her father on her own business 
aspirations. 
 
‘Well, all Gujeratis are business people. All mostly, own businesses so I’m really a 
business woman. So, I always felt we had to own a business to go any further. Most 
Gujeratis are very business minded. In India, lots of communities but the Gujeratis are 
the Jews of India. They are very business minded. My father was very business minded 
so I became the very business minded woman 
 
Finally, Duka ya dawa, also from the same community background added: 
 
‘Yes, probably all of us Gujeratis understand that. If you go work for someone else, 
you depend on them and depend on your characteristics and relationship with them 
to get promotions. I like to be my own boss. I don’t like somebody looking over my 
shoulder’. 
 
Moving into self-employment or entrepreneurship was not in any way motivated by the lack 
of suitable alternatives as participants like Rafiki and Duka ya Dawa were in some form of 
permanent employment. Other participants such as Swara joined her husband in their petrol 
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station business rather than continuing to work for an employer in an administrative 
capacity. Swara noted: 
 
‘My husband worked for 3 months with (name of company) and then we decided to 
buy a business. So, we thought that my husband being a mechanic, only a petrol 
station would be the right thing for a business’. 
 
Matata also pursued working in her husband’s accountancy business and still considered it 
as valuable learning experience that gave her new skills: 
 
‘I think I learned a lot especially when I was working for my husband’s company and I 
went for MYOB. I started the course in all honesty if I wanted to work part time I can 
brush up my skills on that and do bookkeeping at home and I could manage to do it.  I 
just choose not to do it. I’m absolutely enjoying my life just as I am’. 
 
The participants in this study did not state they engaged in business to avoid any barriers in 
entering labour markets. However, in the start up to her business, Zuri still experienced 
discrimination.  In her own words: 
 
‘We went to a gift fair and we were just looking around. One of the stallholders 
refused us to go into the stall because we were Indians. Basically, he was bad. That 
whole night I wondered if we had made a mistake coming to this country but 
otherwise things were OK’. 
 
Overall, the participants demonstrated that work or employment was an economic necessity 
and a means to secure an income. This is a link to the necessity of economic capital. For 
migrants a critical part of the settlement process is the need to obtain employment unless 
they have sufficient reserves and there is no immediate economic imperative to do so. As 
Twiga explained: 
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‘When I came here and as a migrant employment was a big thing, get a job and 
getting the job was the first step because basically we came with nothing and until 
one starts to get paid, you cannot start life’. 
 
In response to the question about sharing their employment experiences in Australia and 
meanings attached to employment, Matata, a qualified secretary highlighted the monetary 
aspect: ‘In my case it was a job I did and I got paid for it’. 
 
Barabara kubwa, has degrees in Chemistry and Mathematics and is a computer programmer 
by background. He managed his own consultancy in Kenya. He was unequivocal what 
employment meant: ‘A paid job’. 
 
Or for Nyumbani (means home in Kiswahili), who arrived in 2016 on a regional skilled visa. 
He had gained institutionalised cultural capital overseas reflected in his qualifications.  He 
had also owned and managed two consultancies in Kenya in manufacturing and business. 
This is further evidence of pre-migration cultural capital that shows the investment of time, 
effort and economic capital taken to build this.  He notes the importance of being employed 
in Australia rather than pursue self-employment:  
 
‘I cannot throw away what I’ve on the plate. Um and having said that I’ve got to get 
fifty-two pay slips no matter what happens at the end of the day. Whatever it means, 
I’ve got to do it’.   
 
Nyumbani is currently employed by an organisation because his particular visa requires him 
to demonstrate ongoing employment for two years before he can convert his status to a 
permanent visa. Under the visa scheme (475) now abandoned by the Australian Government 
there is a requirement to satisfy this requirement or there may be negative consequences.  
In a sense, there is still an element of vulnerability associated with skilled migrants such as 
Nyumbani and added pressure compared to the other Kenyan Asians. The rest of the Kenyan 
Asians arrived earlier as permanent residents. The international students acquired this 
permanent status upon completion of their studies.  
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A trace of a cultural element to work seems especially relevant to the Kenya Asian 
community. The comment below from Maua (flower in Kiswahili) demonstrates the strength 
of this cultural influence.  It also indicates the transmission of values to the next generation. 
It may also be indicative of a distinctive habitus formed in a particular historical context. 
 
‘A child who does well in school is a great source of pride to his or her family and 
community at large. Rules play a large part in every child's life. Punctuality, discipline, 
a strong work ethic, the importance of producing the best work and humility are 
some of the traits are drummed into every child. These are the values that all South 
Asian Kenyan children carry with them all through their school lives and into their 
work lives.  And, therefore, no matter what career they undertake in their lives, they 
tend to perform their duties with diligence and precision. The values instilled in them 
first by community and family, and then by teachers and other authoritative figures 
they encounter along their life's journey, never leave them. They carry these values 
right into adulthood and all through their lives’. 
 
However, some participants were of the view that employment is work with intrinsic value 
and there was less of an emphasis on the extrinsic aspect.  Swara who had accompanied her 
husband to Australia together with her two daughters and found work in an administrative 
capacity at a well-known hospital in Sydney stated: ‘It was a pleasure to work’. 
 
 The financial aspect was not an issue for Maua who had also arrived with her family. 
 
‘I would not say financially motivated but I would rather when I am doing the job I 
would like to do it for the satisfaction of the person because that organisation has 
given me that job. I feel that they gave me the opportunity, that chance coming here 
to Australia’.   
 
The lack of a financial imperative was also applicable to Mhadhiri, an academic.  
 
‘I enjoyed the job because if you do not enjoy what you do, then you fall sick or you 
are stressed which can then lead to illness. Money has never been that important.  
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Had that been the case I would have got into share trading as I have that 
background’.   
 
However, Dada, a nurse linked employment to her profession and how much value she 
placed in her profession.  She commented: ‘It’s nice to get an income but I’ve always been 
very passionate about nursing.  I knew I was going to be a nurse since I was fourteen’. 
 
Kwaheri, (meaning goodbye in Kiswahili) was also of the view that employment meant more 
than money.  As she pointed out: 
 
‘I think employment is value driven.  The money is quite secondary.  If you can 
somehow add value, then you are making a difference to that business.  And with 
teams and colleagues, it is all about making a difference’. 
 
However, for Toto ya Mungu, a job was necessary as that was a way to sustain himself 
financially but he found the time to volunteer as noted below: 
 
 ‘With a couple of church organisations and it was very rewarding, satisfying because 
it was satisfying to work with elderly people. It was a sense of giving back to this 
country so this is what employment means for me’. 
 
In the case of Toto ya Mungu there needs to be a broadening of the concept of work and 
also consider that volunteering in a community whether it is in their respective communities 
or other non-community organisations should perhaps also be viewed as work, albeit 
unpaid.  It is also a form of building upon bonding and bridging capital. 
 
There was no discernible sense of precariousness in employment across the participants.   
For the majority of participants, work has generally been confined to the one organisation 
perhaps demonstrating longevity and loyalty. There appears to be an emphasis on longevity 
with the one employer unless the employee resigned due to a level of dissatisfaction with a 
particular employer or their circumstances changed. Twiga, with an Applied Sciences 
background had an initial negative experience with a Pathology Laboratory, moved to 
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another where she was happier even though the company merged with a larger Pathology 
services provider. Eventually she found a job in a public hospital and commenced in 1988.  
She is still there.   
 
‘I love my job.  I really enjoy it but I have not looked into going into any other 
branches. I am quite really happy with what I am doing.  Maybe, I am boring.  With 
me being a migrant here, I was happy to have started working and then I did not 
want to move around. The sort of person moving from job to job – like frying pan into 
the fire now knowing what the next job is going to be’.     
 
Until his retirement in 1996, Bwana Thika had worked at an Australian University since 
commencing there in 1964. ‘I stayed with them till I retired. About thirty-thirty- two years. I 
retired in 1996’. 
 
The participant’s sense of employment indicates the importance of work in acquiring 
economic capital but work was not viewed as drudgery as there was an element of 
enjoyment in working. For particular ethnic groups, self-employment was more desirable 
than working for an employer. Some participants demonstrated the commitment to the one 
organisation unless circumstances dictated otherwise. Work and employment are the 
prerequisites for careers and the meanings attached to this concept are explored next. 
 
5.7 Career  
 
Rather than adopting a mechanistic view of careers, a more multi-faceted view is advisable 
as the environment in which careers take place is far more dynamic. The participants are 
diverse in terms of their qualifications, skills and experiences and career held no single 
definition for them.  
 
The meanings attached to career can also be mediated by the values of one’s profession 
especially if structure and agency are accepted as two competing concepts in relation to 
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careers. Thus, external forces such as professional bodies’ codes of conduct can influence 
careers. Duka ya Dawa (meaning shop where medicine is sold) said: 
 
‘Career to me is pharmacy and ensuring I am doing the right thing even it means 
spending extra hours to do it right whether you get paid or not.  This is your contract 
and doing the right thing comes from your values. The professional values of being a 
Pharmacist override everything else’. 
 
Dada, the nurse who has also worked in the USA in a prestigious hospital noted: 
 
‘Well, I think career means you choose a certain profession then you choose a career 
in that, in that profession you choose pathways or specialise in that particular career 
and you know like climb up the ladder in that career or profession, you know, and you 
stay (laugh)’. 
 
Or Hakuna Matata with his Banking and Financial background who expressed his view on 
career as: ‘For me it is a professional calling’. Finally, Moja with his nursing background 
added: ‘Career means being a professional’. For these four participants, the pervasive 
influence of their professions on their careers was obvious.   
 
However, career can also be organisation bound rather than the non-traditional forms like 
the boundaryless or protean models.  For Ex-Mwanainchi, (former citizen in Kiswahili) career 
was the traditional organisation bound approach: 
 
‘Well to me working in the public service was my career.  I would not have wanted to 
change that to any other form of employment.  I could have been a public servant to 
the end of my life (pause) because that is something that you enjoy doing’. 
 
As noted in the previous section employment has tended to be in the context of an 
organisation for a large majority of participants. Those who have stayed with the one 
organisation remained and developed careers there rather than try to pursue any of the 
newer career models. It is only when a range of factors has dictated otherwise, did some of 
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the participants leave their organisations. Some participants made no distinction between 
career and work or employment. Matata for instance noted that it was ‘Just a job’ and 
Barabara kubwa said: ‘Basically, it is being in a particular job, developing your skills, your 
outlook and so on to progress to the next level in that field’.  Twiga added: ‘Some type of job I 
have experience in and I have qualifications to work in’. 
 
The meanings of career and work appear to be intertwined for the above-named 
participants. Careers are not necessarily static. There is an element of growth and 
development. There is also a sense of what success could mean in relation to career. This 
sort of mobility and the meaning of career success were highlighted in the following 
responses.   Nugu, acknowledged that career comes: 
 
‘In plateaus, there are highs and lows. So it is not all vertical and for me I think it 
shows career growth there has been upwards.  Look, sometimes it stagnates. Why 
you ask? Well it could be because of the employer or the work you do, not every place 
has the opportunity for individuals to grow’. 
 
Or for Kijana (meaning young man in Kiswahili). He arrived as a family migrant and then 
pursued his degree in Pharmacy.  He noted the vertical aspect to career and stated: ‘Career 
means, I guess trying to seek a pathway in terms of vertical fulfilment that is actually nice’. 
 
Jambo, a University lecturer with a science background commented: ‘I mean career would be 
the prospect of being able to take up challenges, the prospect of broadening your horizons’. 
 
Nyambura (meaning born in the rain), commented on what career meant to her. 
 
‘Any pathway that is marked by stages of development and the opportunities not 
necessarily have to be opportunities that lead to more payment but opportunities 
that come with upskilling and be able to access more opportunities in a certain area’. 
 
Nugu noted where responsibility lay for career: ‘I think it is 50/50 between the employee and 
the employer’. 
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Whilst the organisations can provide opportunities, career development also places the onus 
on an employee to take responsibility to train, retrain or certainly acquire a bundle of skills 
deemed valuable.  Perhaps, participants such as Jambo or Nyambura had some awareness of 
employability.   
 
Barabara kubwa (meaning big road in Kiswahili) described career success as follows: 
 
‘I think if you are progressing steadily in your career, then that is a success. Move 
from lower level paying job, even to become a manager or MD that means you 
achieved your mission. You have been successful in your career. You have been a 
success in the development of your career’. 
 
Mzuri sana (means very good in Kiswahili) who owned and managed a family business in 
Kenya had a somewhat different experience. Together with her husband, they had arrived 
under the business migration category and anticipated they would start a business in 
Australia. 
 
Whilst he managed to form a business partnership in Australia, she was compelled to seek 
employment. This may have influenced her perceptions on career success: 
 
‘Career success is if you are employed with a company for a number of years and you 
gain your experience as well as have a pay rise to what your expectations are and 
after than you move on to a bigger company whereby you get a bigger role above to 
what you are working. I think that is my opinion of career success’. 
 
Adopting a more subjective view of career success, Bwana Thika was of the view that: 
 
‘Career success is when you come home at the end of the day and you don’t say, oh 
another day! You know, if you come home and you feel like going back the next day 
and at night you are thinking about something else to do the next day that is career 
success for me’. 
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Nandi Hills provided an explanation but with an example: 
 
‘Career success is whatever you do and you do it as something you love to do. Let’s 
take the example of a doctor in a hospital, looking at and treating patients.  At the 
end of the day, the doctor goes home, comes back the next day, and does the same 
thing.  Now, another doctor, with similar qualifications, could have more insight into 
seeing the patient and wondering why the illness is there and what reasons have 
caused it. That makes it an exciting form of looking at the disease or illness. So that is 
diversity in one’s own field of work and there is great depth and if it gives a nice 
feeling of satisfaction, then that is career success’. 
 
Yet there was this very blunt assessment from Mahisabu (meaning Accountant in Kiswahili) 
who when asked about career success simply stated: ‘Given all the experiences I had I did not 
have much success in my career’. 
 
Three participants in this study did not pursue careers because family considerations were a 
priority.   Ndege (means bird in Kiswahili) did work in Australia in what might be considered a 
‘menial’ job in a factory, but said there were never any career aspirations.   
 
Describing her life in Kenya, she said: 
 
‘I finished school and then I was married.  I did not have to work as I looked after the 
children. I guess that is what happened to women of my generation. Very traditional’. 
 
Or Swara who had worked as a secretary in Kenya and then in an administrative capacity in 
Australia expressed it as: 
 
‘Well, I sort of was working with my husband in the petrol station. Um I did not think 
of working outside or bother about a career because I also had to look after my three 
girls’. 
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Finally, the comment from Matata with working experience in Kenya and Australia did not 
feel career was her primary focus. 
 
‘OK to be very honest, I have never been a very career minded woman. So career just 
means a job when I needed one and then I left working 6 years ago. I was in a 
position where I didn’t need to work as well as I had a personal family emergency, I 
wanted to be free to handle. That is as far as my career goes’. 
 
Even Rafiki with a professional background in finance and a career developed in both in 
Kenya and Australia chose to focus on her family instead. 
 
‘Career is when people want to move up the ladder and you are just focused on work 
and nothing else. I was never one of those because I’ve a huge family and family 
comes first to me’.  
 
Lest there be any misunderstanding that the Kenya Asians do not value education of 
females, Mahisabu explained. 
 
‘I think it was my father who was always in favour of study rather than women do the 
housework. Even when he made the decision to send me to Britain to study there was 
a lot of opposition from relatives who said why spend money on a daughter because 
in the end, she will get married and there will be no economic benefit to the family as 
such.  But, my father said no, he would educate the girls the same way as the boys’. 
 
This was an exercise in not just the acquisition of institutionalised cultural capital but by 
completing the studies in the British system of education demonstrated the symbolic capital 
of such an achievement for Mahisabu. 
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5.8 Conclusion 
 
The objective of this reporting Chapter was to present the qualitative findings as gathered 
through thirty interviews from a very heterogeneous group of participants. These findings 
are a blend of their recollections from a pre and post migration perspective. Kenya’s colonial 
and post-independence historical background is the primary backdrop in which to view these 
perspectives and why migration became a solution. That particular historical background 
also laid the groundwork for some of the capitals that would later prove beneficial as skilled 
migrants to Australia.  
 
In appreciating some of those pre-migration experiences, it is understandable why the 
majority of the participants in this study do not harbour the myth of return. The decision to 
stay in Australia has been overall, a positive experience for this group of participants despite 
some evidence of difficulties experienced in Australia. The findings also indicate the 
interplay of different capitals in relation to career experiences and which capital assumed 
more importance. For example, the significance of economic capital rather than an emphasis 
on cultural capitals. The latter almost seem more like enablers in relation to career 
experiences. The stories from the interviewees reveal experiences in Australia constructed 
within organisational settings rather than pursuit of boundaryless or protean models. The 
findings also suggest participants attached different meanings to their career experiences. 
The following Chapter presents additional findings from the interviews. These findings are 
analysed in relation to the literature on Bourdieu’s notions of capitals, field and habitus. 
These concepts offer the ‘pegs’ that are useful in understanding particular career 
experiences including the challenges experienced as skilled migrants in Australia.  
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 Bring Bourdieu back in: the Kenyan Asian experience Chapter 6
6. 1 Introduction 
Drawing upon the qualitative interviews with the Kenyan Asians, Chapter 5 outlined their 
motives for migration, their views on work and perspectives on career. Chapter 6 now 
presents additional findings from the semi-structured interviews of these thirty participants 
examining the role of capital, field and habitus in their career experiences. 
This analytical lens enables a deeper consideration of the more complex portion of the data 
to understand the pre-migration and post-migration experiences especially with regard to 
the role of capitals in those career experiences. The findings follow the contours of the two 
analytical themes and sub themes first presented in Chapter 4 and reproduced below: 
 
Theme 1 Pre-migration capitals facilitate entry under the skilled migration 
program and are mobilised to access the labour market 
Sub Themes Qualifications as institutionalised cultural capital 
Language of the host nation as embodied cultural capital 
South Asian values as embodied cultural capital 
Types of capital (social, economic and domestic)  
Entrepreneurship as a form of social capital 
 
Theme 2 Onshore employment and career experiences 
Sub Themes Experience of employment and non-employment related 
challenges – the field of struggles 
Demonstrating resilience and self-efficacy – Habitus (embodied 
cultural capital) 
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The data in the first theme and the sub themes is suggestive of a mixture of pre-migration 
capitals, necessary for meeting the requirements of Australia’s points system in a number of 
visa categories. This would be the embodied and institutionalised forms of cultural capital. 
The second theme and its sub themes consider more specifically their onshore experiences 
but with a particular focus on the ‘field of struggles’ and the role of habitus as a form of 
embodied cultural capital can shed some insights into participant responses. Also emerging 
from these findings is evidence of qualities such as resilience and self-efficacy. Underlying 
both themes one and two is the historical context of Kenya and in particular, how this 
background helped shape the acquisition of cultural capitals. The findings are presented 
below and commence with the first theme.   
6.2 Pre-migration capitals  
In Australia, skilled migrants do need to satisfy the selection criteria as skilled migrants. The 
points rating system has at its core criteria around language, age, work experience and 
occupational skills. These qualifications can include a degree, diploma or some trade level 
qualification. However, eligibility is further qualified as the applicant demonstrates the 
particular occupation is officially listed as being in demand in Australia. As a retention 
strategy employed by most Western nations attracting skilled migrants, the offer of eventual 
citizenship is on offer.   
Regardless of the types of visa categories granted (independent skilled, spousal, family, 
business or student), the participants in this study demonstrated their professional 
backgrounds as illustrated in Figure 6.1 showing the types of occupations. These stocks of 
capital enabled participants to gain employment in professional or managerial roles in the 
private and public sectors. The capitals also enabled self-employment opportunities.   
The types of occupations the participants provided are categorised in occupational 
categories such as Accountancy, Pharmacy, Nursing, Teaching (Universities and Schools), 
Managerial, IT and in Clerical or Administrative. The majority of the participants had careers 
already established in their respective professions prior to migration.  Admittedly, there was 
a very small minority in the machinery operator and trades field conjuring up images of low 
skilled work. However, the participants in this category managed to find employment 
commensurate with their skills and experience without having to retrain. The three 
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international students completed their University degrees and post-graduation pursued their 
careers in their chosen fields of specialisation. 
Figure 6.1 Occupational classifications nominated by the participants 
 
The points system for skilled migrants appears skewed towards identified occupational 
classifications that Australia needs.  Added with this would be evidence of other forms of 
pre-existing capital such as relevant qualifications as well as proficiency in English.  
Combined with the existence in Australia of family members as a form of social capital can 
add more points towards the total required to secure the permanent resident visa.      
There are of course other factors that are required for successful applicants such as not 
exceeding the age limits and if the intention is to settle in regional as opposed to the already 
congested large capital cities. To recap, the points system in Australia has evolved over the 
decades so the system under which the participants in this study entered Australia may be 
slightly different but the core components of qualifications, skills, age and language 
competency were valid then as much as they are currently. 
The first set of questions to obtain demographic information included asking the participants 
the type of visa category they had applied for as well as information on their educational 
backgrounds and the language they considered as their first language.  In response to the 
questions around visa category and the demand for occupations at the time of his 
Occupational classifications 
Clerical/Admin
Machinery operator
Manager
Professional
Trades
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application as the principal applicant, Hakuna Matata, a qualified Accountant stated: 
‘Yes the system at the time I migrated, the occupation of Accountant was already 
identified’. 
 
Demonstrating the fragility of age as a criterion in the application process for permanent 
residency as a skilled migrant to Australia, Simba, a British qualified refrigeration technician 
expressed:  
 
‘I filled out the form, handed it to the Australian High Commission because I was 
turning 40 on the 9th of October.  If I had given forms after the 9th of October, I’d have 
lost some points as I was turning 40 before then.  I got my points – the age points’. 
 
Or in the case of Twiga, a qualified Laboratory technician who noted how she and her 
husband managed to meet the requirements made possible through sponsorship by an 
Uncle living in Australia.  This is a form of social capital.  The category of sponsoring nephews 
and nieces is no longer a category under the skilled migrant program. 
‘So he asked his Uncle for sponsorship and at that time there was a category for 
nephews and nieces, so my Uncle sponsored us. But then we made the points as 
skilled migrants anyway’. 
Kwaheri, single and a Chartered Accountant spoke about her experience as the principal 
applicant, which she felt was a relatively quick process: 
‘Australia looked for professionals. In Kenya as we are reasonably educated, speak 
well; I had the visa in two months’. 
An unusual participant is Bwana Thika who arrived at the time of the White Australia policy 
when no points system existed. His stock of pre-existing institutionalised cultural capital 
included two postgraduate degrees.  An Australian University had recruited him. He was able 
to add to his cultural capital by completing his PhD and progress his career as an academic at 
this University. He noted the circumstances around his arrival in Australia. 
 ‘Yes, it was actually a temporary visa because we came here when it was the White 
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Australia policy and so we were given a special visa to enter the country.  It was a bit 
of a joke because we were temporary Whites to enter the country but at that time, 
that was the visa.  I had a three-year contract with my University; however, our visa 
was renewed yearly’. 
Nyumbani, illustrates not just the vulnerability of being on a specific regional visa (457) but a 
sense of waste of talent. The skilled migrant program can draw talented people such as this 
participant. Even with an MBA and experience in manufacturing, he encountered factors at 
the macro level that have impeded his career progress despite those cultural capitals. He 
expressed his frustration in the extract below: 
‘In fact I’ve come from a manufacturing background. I’ve found one of the companies 
(name of company withheld) and whole world knows about it, (name of company 
withheld) shutdown which is a company 10 minutes down the road from here. What I 
can say is that the manufacturing sector here in Australia, really not being fostered 
because of rules and regulations, wages too high, so I mean people are trying to get 
out of here. Issues with power shortages. So I don’t know what it is and then you 
know whenever you are trying to bring investment into SA, for example one wind 
project, a solar project, some different projects totalling US$10billion, they really 
don’t care. Government has no time for you. So really, I don’t know whether they 
want new business and whether they want to grow the economy. It’s like I really don’t 
know’.  
Australia may well retain its ‘magnet’ status and legal pathways into the country still require 
demonstrating stocks of cultural capital but these do not always entail positive career 
experiences or an acceptance that those prior career work experiences overseas can play a 
valuable role in contributing to nation building.   
 
6.2.1 Institutionalised cultural capital - qualifications 
 
Bourdieu’s concept of culture is very much in the context of his research on education with 
cultural capital bracketed as embodied, objectified and institutionalised. Academic 
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qualifications are just one form of institutionalised capital with the implication that there has 
been time invested to acquire this form of capital.  
 
Figure 6.2 shows academic qualifications pre-migration as well as post-migration. There is 
almost an equal split between Diplomas and University attained undergraduate degrees.  
Only one participant had his PhD prior to arriving and one person said he had no formal 
qualifications except he had some business experience and the family sponsorship added the 
bulk of points. The High School category is applicable to the Kenyans who arrived here as 
international students and one participant who accompanied his parents.  There has been an 
increase in post migration qualifications and as Figure 6.2 illustrates, more participants 
studied for their Masters degrees and one completed his PhD. The completion of this highest 
form of institutionalised cultural capital facilitated Bwana Thika’s development as a 
University lecturer. This increase in qualifications shows an accumulation of institutionalised 
cultural capital that played a role in the career progression for some participants. 
 
Figure 6.2 Qualifications 
 
 
It is an inaccurate assumption that possessing a formal qualification is sufficient to achieve 
positive career experiences in the host nation.  To probe this, participants were asked about 
the validity of their qualifications especially if there had been any instances of non-
recognition of qualifications or conversions to Australian standards.  An exploration of this 
Pre-migration qualifications  
High school Certificate Diploma
Bachelor Masters Nil
PhD
Post-migration- qualifications 
PhD Masters Bachelor
Diploma Certificate Nil
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would highlight any structural barriers in the ‘field’.  All participants were also questioned 
with regard to any pre-migration life experiences that might have been advantageous post-
migration. 
Hakuna Matata who holds an ACCA, a global qualification for Accountants still had to 
undertake some bridging courses and obtain the CPA, the Australian equivalent necessary 
for working in the accountancy practice in Australia. However, in Kenya, the CPA is 
automatic for any ACCA.  Nonetheless, organising this conversion process in Australia to 
standards for the profession was not perceived to be an onerous task.   
‘When one does the ACCA, which is a UK based qualification; one is automatically 
eligible for membership of the CPA in Kenya, I had to do some bridging courses to get 
the CPA’. 
 
Simba arriving from Britain experienced in heating, ventilation and air conditioning 
encountered a partial lack of recognition of his overseas qualifications. He was also required 
to complete courses to convert to Australian standards. 
 
‘Partly transferable because I had to go for evening classes for electrical even though I 
had worked in the industry for seventeen years in Britain.  The rules and systems are 
exactly the same and Britain is much older than Australia.  I’d say Australian 
technology is a bit behind Britain and rest of the world.  Yet they did not accept UK 
qualifications fully’. 
 
Nugu, however, had a different experience as expressed below demonstrating other 
advantageous factors in addition to qualifications. 
‘I had UK based qualifications which I knew would be recognised in Australia without 
any problem. Also I would like to add that when I did work in Kenya, the industry 
experience gained plus the fact that I did travel overseas in work related capacities 
was also very useful’.   
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Similarly, Dada, an experienced nurse and trained in Kenya described her migration process 
including the meeting with consular officials at the Australian High Commission in Kenya. 
 
‘Yes, in fact they wanted all my transcripts and all that even before I migrated.  So I 
had to, in the Nairobi office, give them my nursing transcripts and a bit about my 
professional background.  We had an exchange of documents. So pleased to inform 
that I would not get difficulties in getting registered here’. 
 
Neither did Toto ya Mungu, with a Trades certificate and working as a motor mechanic. His 
qualifications were recognised and there was no requirement to gain additional Australian 
based qualifications. He noted: ‘My qualifications were already recognised so not deemed 
necessary’. 
 
As noted earlier, some of the participants did engage in the acquisition of institutionalised 
cultural capital in Australia.  Barabara kubwa pursued a more strategic approach to capital 
accumulation. His explanation as to why he felt the need to complete two Diplomas was 
‘basically to, I guess get a better chance at career development’.  However, when he asked 
about promotions or any positive impact on his career experiences, his response 
demonstrates the divide between rhetoric and reality of how career is operationalised in 
organisations irrespective of qualifications.  It further highlights that attainment of more 
qualifications or accumulating institutionalised cultural capital does not always warrant 
career success. He said: ‘In practice no, because of internal politics.  It is quite apparent in the 
promotion policies and all that’. 
 
In contrast, Kwaheri’s, reason for accumulating further cultural capital for her career 
development illustrates an approach where the individual takes responsibility for career 
rather than relying on the organisation.  
‘Well, I am doing this RG146.  I also did a Diploma in Financial Planning.  Basically, I 
am charting my own career path and the specialisation will be in risk and compliance.  
I think the more you learn the better for you’. 
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Amongst the majority of the participants, their qualifications were sufficient for labour 
market entry and the responses were varied with regard to the recognition of this pre-
migration institutionalised cultural capital. Yet, upgrading to Australian standards was not an 
impediment to successful labour market entry and further career experiences. 
 
Completing postgraduate qualifications in Australia as a form of further investment in 
cultural capital became important for participants like Hakuna Matata and Dada. These 
qualifications were useful in further career experiences for them. Hakuna Matata’s company 
sent him overseas as an expatriate.  Similarly, Dada complemented her nursing qualifications 
with an undergraduate degree in Australia which, combined with her nursing experience 
also enabled her to work in the USA. This international experience gave further depth and 
breadth in her profession and enhanced her career experiences back in Australia.  
 
6.2.2 Embodied cultural capital - language 
 
Cultural capital also includes language as an embodied form.  Being able to speak the host 
language in Australia is evidence of this and possessed by the participants in this study. This 
ability is a product of Kenya’s colonial history.  As noted in Chapter 2, it was a former British 
colony and English was firmly entrenched as the lingua franca. All interviews were entirely in 
English. No participant referred to, or even alluded to any negative career experience in 
relation to their accents. Moja, who left Kenya prior to independence studied and worked in 
Britain before migrating to Australia. This experience enabled the command he has over the 
English language demonstrated by an ability to switch and distinguish between regional 
accents in Britain. When people in Australia asked him where he had come from, it was 
because they were unable to tell by his English accent. He laughed and said: ‘I am originally 
from Kenya or African and some people think they can tell by the accent and accents change, 
like in north of England.  I can change accents’. 
 
In the interview schedule, the second question on the participant background asked the 
participants if they considered English was their first language.  As Figure 6.3 below shows, 
the majority of participants self-reported English as their first language. However, also 
apparent from the interview data was the multi-lingual backgrounds of the participants and 
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some indicated the ability to speak in Indian languages as well as Kiswahili, the dominant 
African language in Kenya. 
 
Figure 6.3 English as a first language 
 
Figure 6.4 below demonstrates in the words of the participants the significance they attach 
to this form of embodied cultural capital. This form of capital played an important role in 
their career experiences as well. 
Figure 6.4 Importance of English 
 
English as a first language (EFL) 
EFL
Bilingual
Multilingual
Indian dialect
’We spoke 
English very 
well’-- Rafiki 
'Oh yeah, 
absolutely in 
terms of settling 
here, English 
played a huge 
part’ - Amboseli 
‘We spoke English 
in schools in Kenya 
and I think that 
gave us the edge’ - 
Jambo 
‘I had studied in 
Africa and basic 
education is in 
English.  That 
helped me settle 
here because 
language was not a 
problem’ - Dada 
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Speakers who are competent in any language can also demonstrate communicative 
competency as they can use metaphors to great effect. In sharing their experiences during 
the course of the interviews, a number of participants also used metaphors to describe how 
they felt in certain situations. The selected extracts below are in relation to career 
experiences. In describing how he felt about having been in an organisation for a good 
length of time, Hakuna Matata used a metaphor often associated with careers when he said: 
‘I was hitting a plateau in Australia’. He had recognised that to progress his career further 
within his profession, he needed to move to the international stage with the support of his 
employer. In reference to the challenges he faced, Jambo, a University lecturer noted how 
he had not been allowed to teach a particular unit because he did not have a nursing 
background and then stated: ‘So basically your feathers are clipped’.  
Mahisabu, an Accountant was advised she was unsuccessful in winning a University position.  
In expressing her feelings, she made a very pointed reference to her status as a migrant. 
According to her, a selection panel had advised her she was successful.  Later, the Chair of 
that panel advised her she was in fact unsuccessful. Instead of a permanent position, a 
temporary role was on offer. She expressed her disappointment: ‘I said you are offering me 
breadcrumbs because I am a migrant’.  
Finally, Rafiki in describing one of the lessons she has learned in the course of her career 
experiences expressed it as: ‘Don't knife people behind their backs just to progress yourself’. 
Metaphorical use can give a powerful visual texture to descriptions.  It also conveys the 
adeptness of the Kenyan Asians in using the English language as a part of their embodied 
cultural capital. 
 
6.2.3 Embodied cultural capital – South Asian values 
 
An aspect not clearly addressed in the literature on skilled migrants is the role played by 
values. Further, how internalising values such as the importance of education and learning 
become important for career experiences. This assumes greater urgency especially if a 
family’s stock of economic capital is low. Such values can help to overcome disadvantage of 
the type associated with being a minority in the country of origin as well as the host nation. 
Moja, whose career experiences included the management of two nursing homes in 
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Australia, did describe what the lack of economic capital could mean. In doing so, he 
balanced it with the values he absorbed is his formative years.  He also clearly refers to ‘field’ 
representing a profession. 
 
‘Friend of mine was extremely rich and played tennis and we did not have enough 
money even to buy a bloody racquet but we were encouraged to do better, if he can 
do it, I can too.  So, everybody was encouraged for better education, betterment. Not 
all can be professors or lawyers but everyone was encouraged in each field to attain 
something’.   
 
Other than relying on these values to attain success, Moja shows how was able to transfer 
his institutionalised cultural capital to another area of specialisation in the medical field. 
 
Barabara kubwa in reflecting on his upbringing added: 
 
‘In terms of values, the most valuable thing my parents instilled was honesty and 
respect for each other. So those kinds of values deeply instilled into us at a very young 
age and we carried them over’. 
Kijana, who arrived as a family migrant having completed the equivalent of Year 12 recalled 
his youth in Kenya. 
 
‘You had to study, get to good school, good Uni, so the kind of push given there. I 
think with Indian parents in Kenya education system is valued and there is respect for 
teachers and staff whereas here it is different’. 
 
The role of values as a form of cultural capital should not be underestimated when trying to 
understand the impact of these on the experiences of ethnic minorities not just in the 
experiences they had in career but holistically. These values can help shape responses to 
challenges as well. 
 
As noted in Chapter 5, the majority of the participants did not rely on social capital for their 
career experiences in Australia.  A recently arrived skilled migrant, Nyumbani who arrived in 
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2016 had a different experience related to the ethnic community he could associate with.  
He has extensive experience in aviation and manufacturing demonstrating the diversity of 
his cultural capital across different industries. He offers his assessment as to why linking in 
with his community is unlikely to yield any positive outcome for further career experiences.  
Some misgivings are expressed when trying to use this form of social capital for any 
advancement.  
 
‘Well, I have tried but I look at the kind of Indian people mostly in SA and especially in 
SA, you will find that between 2006-2008 most of them illiterate, majority of them 
can hardly speak English fluently and communicate.  So, you can imagine the kinds of 
jobs they are doing.  I respect their hard work but if they had a bit more of a 
command over the language, they could do a lot more, help more. We are dealing 
with people who have not gone to school as much or understand. There is no scope 
for them to give you advice’. 
 
Contrasted with this sentiment is the comment made by Jambo, a member of the Aga Khan 
Ismaili community. This particular community as noted in Chapter 2 is highly organised and 
resourced.  In Australia, this community assists in the settlement of newly arrived migrants 
who are members of the same community. Members provide assistance on a voluntary basis 
and this assistance includes teaching newly arrived migrants how to navigate the local labour 
market.   
 
‘We do not find work for them.  We have packages for newly arrived migrants and 
information starts with using public transport, how to look for jobs, how to write 
Resumes – workshops on these. And, for how to behave, we give them mock 
interviews’. 
 
Closed bonding networks can also result in ethnic enclaves as opposed to bridging contacts, 
which tend to be associated with positive social capital. In this study particularly with the 
face-to- face interviews that involved travel to various locations especially within Sydney and 
Canberra, there was no evidence of ‘ethnic enclaves’. Geographically, the participants 
appeared to be well dispersed in Sydney. This group of participants show no indication of 
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having gravitated towards any particular area in Australia other than nominating a capital 
city, especially if their family resided there. It was a case of settling wherever the 
opportunity for work presented itself.  For instance, Mahadhiri, now a retired University 
lecturer has family in [location withheld], NSW but he continues to reside in [location 
withheld]. 
 
Two participants in this study were able to find employment through their community 
network in Australia. They were Hakuna Matata, a member of the Ismaili community and 
Mzuri sana who identifies with the Oshwal community. Hakuna Matata explained how he 
met other professionals also identifying with the Ismaili community in Kenya.  He revealed 
his first job in Kenya had also been arranged through his contacts within this community.  
When he arrived in Australia, he was able to tap into this bonding capital and managed to 
secure his first job in Australia.  The friend he refers to in the excerpt below is also an Ismaili. 
 
‘I got that job through a friend. He recommended me. He was also an ex-Kenyan.   I 
got that job within 3-4 weeks. In fact, the man who helped me in Australia get the job 
with (name of accountancy firm) used to work with (name of accountancy firm) in 
Nairobi and I got to know him’. 
For Mzuri sana, her first role was secured through a member of her Oshwal community 
before she moved on to another role. Currently, she has responsibility for both the Finance 
and HR functions of the company she is currently employed. Although, only qualified in 
Accountancy she has accumulated more skills and experience and progressed in her career 
experiences to absorb further responsibility for a function she had no prior qualifications.  
‘I started with a small company of a friend who had the small accountancy firm.  He 
said start doing bookkeeping for a few of his clients so that is how I started’. 
 
Even though Mzuri sana mentioned the existence of a smaller community when they first 
arrived in Australia it is obvious the community has expanded and is organised enough to 
provide assistance to newly arrived migrants much like the Ismaili community. She 
continued: 
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‘Yes, now they do.  The have a directory of all professional people listed in those 
professions and fields so when new migrants come they get the directory, they can 
contact and get to know how to set up their own offices, looking for a job and even in 
that progress, if there is a vacancy. They can tell a person to apply for the job so word 
of mouth helps’. 
 
Most of the participants in this study have tended to maintain some level of bonding capital 
but the emphasis has primarily been in a cultural and religious context.  When still living in 
Kenya, all the participants indicated that they were a part of their identified community but 
these community networks were in the main not exclusive.  It was for instance possible to 
join other community networks even if a person’s cultural and religious identity was 
different.   However, some communities were not so inclusive. Maua who identifies with the 
Goan community describes her experience as follows. She noted the difference between her 
community and the Ismaili community in Kenya: 
 
‘True you had to be an Ismaili to be a member of their community.  But, we had 
members of the Sikh, Arab Muslims, and other Muslims too.   Really, anyone who 
wanted to be a part of the Goan community was welcome and is still welcome.  Now 
it is a whole multi-cultural club’. 
 
When asked about whether she had any linkages post migration, she observed: 
 
‘Before I came here I thought there were a lot of Goans living in Melbourne but I had 
never met any of them before. When I came here, I joined the Goan group – the 
Australian Goan Association or something. My husband and I attended some 
functions and in that we did meet a few people but I find because they live so apart 
compared to the distances in Kenya, maybe they are busier, I find that getting people 
together unless they really know each other for years. It’s not really there’. 
 
It is not just the practicalities of life in a new nation influencing whether initial bonding 
capital can survive.  It is also about changes in communities as well as personal choices and 
the structure of those communities to begin with. Mwerevu, who arrived as an international 
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student and eventually acquired Australian citizenship offered her view on the South Asians 
generally. 
‘South Asians are very closely linked both personally and professionally but um, I’ve 
not, I don’t feel comfortable in those set ups possibly because I worked in Pakistan, 
I’m more close to, more comfortable in the Pakistani set up than I would in the 
Kenyan one. It’s new but all families who came in the 70’s are so westernised that the 
link is not there, they’d rather be associated as Australians.  Almost entirely dropped 
the Pakistani bit. But, the newer ones have, newer migrants have set up small 
network and they do try and keep it intact. Tend to do a lot for their country, for 
Pakistan as well’. 
Participants like Jambo related their connections with community post-migration and his 
volunteering activities within his Ismaili community.  
 ‘I also had the opportunity to volunteer for my community and my philosophy is to do 
things that give meaning and these are things in my entire life that enhance my 
community. Support new people to this country and so forth and develop a sense of 
identity that kept getting stronger and stronger as an Ismaili Muslim in this country’. 
 
Bonding capital therefore is not static and strong community links generally associated with 
pre-migration continue to be strengthened post-migration depending on the type of 
community. However, not all community members strengthen these bonds post-migration 
due to a number of factors. 
 
6.2.4 Bridging capital strength 
 
Mhadhiri, the University lecturer commented: 
 
‘In Kenya, we basically associated with so many different communities.  We 
transcended this narrow community centric approach to life. We mixed with the 
Goan, Ismaili, the broader Hindu and Muslim communities too.  I had friends who 
were Europeans because I worked in the bank’. 
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Demonstrating again the significance of the historical context, Jambo emphasised: 
 
‘Kenya was such a pluralistic country and I was working closely with students and 
friends from different backgrounds and experiences. In Canada I was exposed to 
different cultures again – Western culture so to speak that enabled me to acculturate 
to Western life and so on’. 
 
Finally, in terms of bridging capital as part of one’s profession, Duka ya Dawa, a Pharmacist 
expressed his involvement in these bigger and much looser networks or bridging capital 
based on his profession: 
 
‘It was a (name withheld) Pharmacists Association.  All the proprietors and those 
employed as pharmacists belong to that association. When I became President of 
that organisation, attendance rate was only about 10 attendees every time we had a 
meeting every two months. I changed that to having a meeting with probably about 
50 every time we met’.    
 
As his interview progressed, he also offered an insight based on his experience and this may 
be pertinent for migrants living away from the main urban centres where community 
networks are likely to be denser. 
 
‘When I used to live in [location withheld] one of my closest friends is a psychologist 
and he said to me, if you come to [location withheld] from Melbourne or Sydney and 
not have friends here and you are a migrant, the chances of you becoming suicidal 
here are much higher than in Sydney. And, it was a fact. The statistics for [location 
withheld] suicides were very high’. 
 
Bridging capital can lead to greater cross-cultural adaptation and acculturation and could 
help reduce instances of isolation as well as avoiding the ‘hysteresis’ effect.  
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6.2.5 Economic and domestic capital 
 
For the Kenyan Asians in this study arriving as independent skilled migrants either on their 
own or with their families, all had to demonstrate some level of financial resources.  All the 
participants self-reported that they had a level of financial independence and some like Zuri 
and Mhadhiri had already purchased property in Australia prior to settling on a permanent 
basis.  In fact, Zuri prior to her arrival in 1999 owned more than one property. She agreed it 
was a factor in securing permanent residency in Australia. This is economic capital used as 
part of the application process to migrate to Australia. Zuri confirmed: ‘Yes, before 1999 
because we had properties here’. 
 
Amboseli completed a First Class Honours degree in Chemical Engineering. Her University in 
Australia had awarded her a partial scholarship. This form of economic capital has a direct 
link with creating institutionalised cultural capital. Her family also provided other economic 
support for her. 
 
‘Yes, partial scholarship so they paid 50% of the fee so at that time it was still the 
international student scholarship. When I was there, they stopped offering that. I 
think I was probably in the last batch’. 
 
Past studies may have overlooked the role of particular communities in the creation of 
institutionalised cultural capital amongst their members. Jambo related how his Ismaili 
community made his studies abroad in Canada possible. This shows how active a role the 
community can play in converting economic capital to institutionalised cultural capital and 
that these funds also benefit other members. When asked if he could have pursued funding 
through his community to support his PhD in Australia, he stated: 
 
‘Well yes, look if I had applied, got a place and then presented my application – 
acceptance all takes time. Would have been good when I finished high school and 
done that and I did get a scholarship after high school from the AKF, managed to go 
to Canada, and was on a 50% scholarship. I think after that there is an expectation 
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you start work and try to be on your own and the leave money aside for others. So I 
did not feel justified in taking that pathway’. 
 
Another aspect of economic capital is demonstrated in the case of Swara who observed this 
economic assistance provided by the Australia Government.  She noted: ‘because we had the 
residential visa we also got given assisted passage by the Australian Government’. 
Mwalimu, also received a form of financial assistance from the Australian Government. 
When asked about independent financial means prior to migration, he noted: 
 
‘Oh no, we were fully independent. In fact, we sold the house and that brought us 
good money but we could not bring it all out because there were limits at that time.  
But as such it was not all needed because our passage, our fares were all paid for by 
the Australian Government’. 
 
The ‘limits’ he mentioned were related to foreign currency restrictions applicable to all 
Kenyans leaving the country after independence. In many instances, the authorities 
neglected to deposit the funds in bank accounts. Twiga also highlighted foreign exchange 
restrictions in a post- independent Kenya when she described her experience.   
 
‘It was a requirement to go to the tax office and declare all your money to the Reserve 
Bank of Kenya. They would freeze that money and give it back slowly to those people 
who had declared it’. 
 
Twiga further explained the lengths some people went to secure some foreign exchange in 
times of government restrictions. 
 
‘My husband managed to get US$100 from somewhere.  We thought we might be 
checked at the airport, so we put this money into a pen but the pen leaked. When we 
came here it took us a month to get that US$100 back in Australian dollars because it 
was stained with ink’. 
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Twiga and her husband were fortunate in that they at least had members of their family 
already living in Sydney and there was a cushioning effect. Having an established family 
network in the host nation has benefits as much as domestic capital discussed next.   
 
Domestic capital is about accessing types of networks that are a part of a particular cultural 
group.  Domestic capital is a resource encompassing family and extended family.  Being able 
to use this form of capital enabled some of the women in this study to engage in their career 
experiences. None reported having to resort to expensive childcare arrangements, forced by 
circumstances to become stay at home mothers or leave the workforce. Their active role in 
their own career experiences ensured the accumulation of economic capital. 
 
In response to a particular question about any challenge associated with her career 
experiences overall, Ex Mwanainchi asserted: 
 
‘I had a lot of support from my family especially my mother in law, she was always 
behind me. My children were also looked after by my sister-in -law so that support 
gave me the mental freedom of being able to concentrate on my job. If it hadn’t been 
for them, it would have been very difficult for me so that was something that was 
very supportive for me’. 
 
In response to whether support from family was important in terms of what she and her 
husband had achieved in their business, Matata stated: 
 
‘I think what we achieved we did on our own. Mum was there as a support if I was 
working a bit late at my husband’s office. Mum was there when the kids came home’. 
 
For Masai Mara the existence of family in Australia was crucial in the first few years of 
arrival.  His family continues to play an important role. 
 
‘Yes, I used to rely on both my brothers to take care of me, in fact for the first four 
years I spent with my youngest brother. I lived in his place, his house. First four years I 
178 
was with him… I still like you know make ends meet but I can’t save any money so 
both my brothers still help me out from time to time’. 
 
Rafiki noted the importance of her extended family and the role played by her mother-in-
law that enabled both her and her husband accumulate economic capital. He developed his 
own career experiences and she used her business acumen to accumulate more economic 
capital and was reliant on her domestic capital. 
 
‘My mother-in-law very important to us. When we came, my son was one half years 
old and we never had to leave him at day care because mother in law was home that 
time so she looked after my son. Me and my husband could both work and earn’. 
  
Mwerevu indicated how priorities like the presence of young children could affect the 
woman as the traditional role of primary care giver. Such responsibilities also shed a light on 
how onerous it becomes to pursue a full time job. However, she has with her sibling 
managed to devise a schedule, so that both are responsible for looking after each other’s 
young children. In this way, their career experiences are not negatively affected. 
 
‘Daughter started school, challenging factor there as they start school so late here at 
four and half years, so literally if you are working, four and half years just gone down 
the drain because not much you can do. She started school so I kind of work around 
my schedule and asked my sister to baby sit when she is at home. And when I am at 
home, I babysit her kids. So working around a schedule, start early and not leave too 
late’. 
 
However, the majority of arrivals had no family support they could depend on. In the 
absence of family or other cultural networks, it was the ability to make friends that was an 
alternative strategy for Duka ya Dawa: 
 
‘When we came here we made friends very quickly and we would talk about personal 
lives, issues, all those things, that made a difference.  It is like lying on a couch and a 
psychologist who actually is the friend, who is analysing you (laugh)’. 
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Nugu too had no form of support at all to depend on as he expressed: ‘Zero networks or 
family to depend on when I came here.  It was all down to me’. 
 
Then again having family already in Australia for some migrants, this potential domestic 
capital was not paramount. Twiga pointed out that even though they stayed with family 
members, there was still a need to secure some level of independence. She said: ‘They were 
nice and supportive. I was glad my husband had the job because you do not want to rely on 
family members too much’.   
 
Barabara kubwa felt a sense of discomfort associated with family when asked if there were 
reasons associated with not staying with family. His comments appear below: 
 
‘No, not comfortable doing that. Sister-in-law was in Perth. She is in a small 
upcountry town which wouldn’t be useful for us or good for my children because of 
school and so on’. 
 
The existence of some form of domestic capital has been important for only a minority with 
the participant group.  The rest of the participants did not demonstrate any evidence of 
domestic capital as a crucial factor in their career experiences.   
 
Chapter 5 highlighted the issue of employment as self-employment and the ethnicity of 
community predisposed towards self-employment. This is a form of social capital and a form 
of entrepreneurship as noted in Chapter 3.  Zuri prior to her arrival in Australia managed her 
own business in floral art as well as a business with her husband. In Australia, she identified 
a niche market and set up a business together with her family members. The business in 
Australia is in the importation of tea and coffee from Kenya.  
 
‘We ended up importing Kenyan teas and coffees and started it as an online business 
basically with just four products at that time. We started with four products imported 
from Kenya and now we have got over 150 types of teas from all other world 
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basically. But, we got a lot of help from relatives and then our community as such is – 
well they do their own business’. 
 
She described the role played by family members in this business. 
 
‘Even my son who did web design and worked a year for work experience, but then he 
too just joined the family company. None of us really wants to go out and work for 
others.  Everyone is hard working and my daughter-in-law works from home’. 
 
Zuri has used her background as a form of ethnic capital and combined it with domestic 
capital to ensure the success of her business in Australia. Rafiki, a professional Management 
Accountant and Chartered Secretary also displayed this entrepreneurial spirit. She outlined 
her reasons for engaging in business. 
 
‘So I always felt we had to own a business to go any further.  So when my brother in 
law migrated at that time, I was already working so I asked my brother in law to look 
for a business not a job. So he was the one who looked at (name company withheld) 
and my husband – we financed it. So we started one. I left my job and we started 
another. My brother in law and his wife and I were working together. And it was very 
good’. 
 
These two examples also demonstrate the importance of economic capital and its 
accumulation in enabling business pursuits. However, being engaged in business in Kenya 
and arrival, as a business migrant does not always mean that it is possible to continue 
business in Australia.  Barabara kubwa, who currently works as an IT specialist in a large 
University felt that he lacked the contacts in Australia that would have enabled him to set up 
a business.  In this instance, social capital was necessary to establishing a business. A sole 
reliance on economic capital is not enough to set up a business. This was evident when he 
said: ‘I did try to set up my company from scratch but found it not feasible. You need 
contacts’. 
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He was matter of fact when he expressed the view that his business experience gained in 
Kenya had somehow been downgraded by his current employer. The level of responsibility 
he exercised in his own business in Kenya was incomparable to his level of responsibility in 
his current workplace in Australia.  
 
‘Yes, definitely because you sort of scale down and it is difficult to convince you own 
your own business, do everything yourself, help your staff, that you had engage nine 
to ten staff to help you, you are controlling etc.’ 
 
The example of Barabara kubwa indicates an attempt at some form of self-employment but 
he lacked the social capital to do so. There may have been other factors too. For Zuri and 
Rafiki, members of a community well known for its business acumen, both used a 
combination of their economic, social, cultural, domestic and ethnic capital to engage in 
their respective businesses. These activities also represented their career experiences in 
Australia.  
 
6.3 Onshore employment and career experiences – the field of struggles 
 
The second theme and its two sub themes commences with a consideration of another key 
aspect of the Bourdieusian framework known as the ‘field of struggles’. In relation to career 
experiences, this is the field where impediments or barriers are experienced. The act of 
migration and moving to another field in the host nation can be a process fraught with 
challenges such as anti-migration sentiments in host nations. The types of challenges for the 
Asians had a different dimension as noted in Chapter 2. Chapter 3 outlined the types of 
impediments faced by skilled migrants in host nations. It seems as if having a varying stock of 
capitals is not sufficient to protect any skilled migrant population against such challenges in 
the host nation.    
 
In taking a relational perspective, one can include economic recessions at the macro level 
and demographic trends such as an aging workforce. Age as one factor can be situated at the 
meso level when early retirement schemes are offered to employees.  At the micro level, the 
agent as an active player seeks strategies to consolidate their career experiences and looks 
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for other career avenues and opportunities when their organisation bound career ends.  
Some of the participants in this study have demonstrated this ability to do so. At the micro 
level, the agent for example can engage in strategies such as volunteering to increase 
employment chances. 
 
This ‘field of struggles’ includes the influence of the historical context of a post-independent 
Kenya that shaped the experiences of some of the participants in this study. This historical 
background indicated forms of discrimination in Kenya experienced at the macro level.  For 
example, the Kenyan Government policies on Kenyanisation and Africanisation.  At a macro 
level, the participants in this study did not experience this type of discrimination in Australia.  
The only exception is Bwana Thika who arrived in the time when Australia still had its While 
Australia policy.  He said he and his wife were considered ‘honorary Whites’. In contrast, the 
Kenyan experiences are at the other end of the spectrum. 
 
With regard to discrimination experienced in Kenya, Ndege observed the fragility of being a 
member of a visible minority in Kenya when she expressed this: ‘We felt we were being 
discriminated against by the Africans because of our colour’. 
 
In accessing job opportunities and engaging in careers, this discrimination in Kenya became 
very explicit as related by Mahisabu. 
 
‘The fact that I was born in Kenya there came a point in Kenya itself that I felt when 
jobs were advertised there was a clause that stated preference would be given to 
citizens of African origin. We could basically be treated like second class citizens even 
if we had taken up Kenya citizenship’. 
 
However, none of the participants interviewed for this study left Kenya to go to India or 
Pakistan.  Had they chosen to do that, these Kenyan Asians would have blended in with the 
majority.  Instead, many chose to go to Britain where this badge of minority persisted. Their 
arrival in Britain was easier for some of the Kenyan Asian participants who had never 
surrendered their British passports but the British public had its own views towards 
coloureds in their society. A British passport was a last vestige of colonialism retaining its 
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value as symbolic capital. Discrimination there was felt in a number of spheres not always 
related to career experiences as the statement from Moja shows: 
 
‘In London I was staying in one of the hotels and I was looking for ‘digs’, you know 
looking for a room. Digs were displayed and I went to check. They said didn’t you 
read?  I said read what? They asked if I had read NC underneath.  I said no. They said 
it means No Coloured. So open discrimination in society’.   
 
It appears as if some of the Kenyan Asians exchanged one field of struggles for another in 
the host nation of Australia but with several differences. Australia is a multi-cultural society 
but not immune to macro and meso level challenges affecting career experiences. For 
example, Nandi Hills, explained why he was offered a redundancy following the 1990 
recession in Australia. 
 
‘Well, then there was the ‘recession we had to have’. So as I was the last one on, I was 
the first to go.  Had to leave that organisation’. 
 
In terms of how he used his economic capital to guarantee an income stream, Nandi Hills 
began a technology shop relying on his experience gained in Kenya and was self-employed 
for a period of three years. Whilst he recognised his working life and career within an 
organisation setting was over, he also expressed the view that ‘I could never work under 
someone again’.  Rather than see this as a negative outcome he saw this as an opportunity, 
similar to an empowering experience and finding deeper meaning: 
 
 ‘When I started this taxi business, I created my own data base of doctors and 
scientists, so I manage to keep in touch with my subject and profession except it is the 
hobby’. 
 
Another factor at the macro level is the types of occupations Australia lists as needed under 
its skilled migration program. Mahisabu offered her perspective. This may suggest some sort 
of mismatch in the occupation listing or there could have been other factors beyond 
Government policy.  
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‘I thought the qualifications and skills I had would be positive factors. I did not think I 
would have to face discrimination in the end and given that there was a shortage of 
accountants in Australia, I thought that would be in my favour but somewhere along 
the line, those factors did not work in my favour’.  
 
Using her initial accountancy qualifications as institutionalised cultural capital, she went 
ahead and accumulated more cultural capital through study as a tax consultant. 
 
Australia is not immune to any events that occur at the global level either. Jambo, 
mentioned how he encountered discrimination based on religion because of the war in Iraq.  
He felt this had been a factor because he had not been offered an opportunity to supervise 
PhD students: 
 
‘That never came to my table partly because I think the head of school at that time, I 
believe was racist. Just some of the things he said. I think at that time here was that 
war with Sadam Hussein; no one said anything but you know as a Muslim, you could 
tell there were a few people there developing an anti-Muslim sentiment’. 
 
The anti-Muslim sentiment has not abated at least in the view expressed by Mwerevu. 
 
‘Very many derogatory comments made about Indians and Pakistanis – the usual 
what we hear. This is very surprising. The sudden spike in Islamophobia, which has 
come up just in the last couple of years. Now it’s very open since Trump in office.  
Surprisingly big effect here as well and they seem to be very confident, brave in saying 
what they wouldn’t dare to say before. They bring religion into it as well’. 
 
At the meso level, some challenges for skilled migrants are the lack of local experience or 
many migrants have had to change their names to increase opportunities to secure 
employment. Simba and Kijana explained how they had experienced this. Simba was not 
successful in gaining employment because of his lack of local experience and Kijana’s cousin 
advised him not to use his name in the applications:  
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‘When I applied for jobs my cousin said do not put your name down and if the name is 
very Indianised then you do not get a job. Especially, Sri Lankan names. Those are so 
long. They receive hundreds of CV’s and they turf half on names only as they assume 
they cannot speak the language or whatever’. 
 
Other challenges at this meso level are those that intersect with age, gender and ethnicity.  
Mwerevu, described her negative experience as follows: 
 
‘Number one is gender, they don’t like I’m a woman and an engineer and that’s been 
openly said to my face as well. And for me being a woman, Pakistani, being Muslim, 
all three in one – a complete package’. 
 
Racism, according to Masai Mara was a factor to explain why he was denied a promotion 
when he was an employee with a particular company. As he noted:  
 
‘Lack of promotion and that’s why I left.  I wanted to become the Assistant Manager 
but the Manager I had there was a little bit, I’d not call it too much, but little racist.  I 
felt that I’d not be getting it so I had to leave the job’.  
 
The comment from Bwana Thika illustrates how age played a role in cutting short what had 
been a very productive University career as he explained his feelings:  
 
‘I was asked if I would take early retirement package. It came to me as a shock of my 
life. I had very productive research going, hundreds and thousands of dollars in 
grants. I said how dare they ask me to go for early retirement’. 
 
Finally, the casualisation of the workforce and how this contributes to adding to the ranks of 
the precariat which has further impacts on the career experiences of skilled migrants. Maua 
had the following to say: 
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 ‘Then there is casual work where employers can dish out as many or as few hours as they 
wish regardless of whether those hours are enough to help the employee make a decent 
living. Eight to ten hours a week is definitely not enough for anyone to put food on the table’. 
 
However, some of the participants commented they had not experienced discrimination at 
all even at the meso level.  Below Nugu noted:  
 
‘Personally, I have never experienced any form of discrimination whatsoever.  It is 
more the way I am and not my professional or cultural background that defines me.  
When people see racism, I am at the opposite end. I reckon I would miss it even if it 
hit me in the face’. 
 
Rafiki also expressed a positive view:   
 
‘We never had any problems at work, people accepted us.  There was no 
discrimination as such; we never faced it, any of those things there at work. Like I said 
we didn’t face any discrimination ‘. 
 
Nandi Hills’ comment is also supportive of the lack of discrimination: ‘I saw all of this as a 
form of Australian openness that people could speak bad words but not mean it.  It could 
sound racial, but it was not’. 
 
Finally, Mwalimu who observed:    
 
‘Oh yes, people often say that we are being discriminated against.  To this day I never 
had any experience where someone said anything against me or my culture’. 
 
From the comments above, it is evident the types of challenges experienced have been 
mixed. Interestingly, two participants (Nandi and Mwalimu) self-reported experiencing 
discrimination in Kenya but wholly within the work context. Yet, Rafiki who had a direct 
experience during the 1982 coup attempt in Kenya insisted there was never any 
discrimination experienced in Australia. The question arose was if these responses by 
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participants could potentially be explained by habitus. A consideration of this follows in 
section 6.4. 
 
6.4 Habitus as embodied cultural capital 
 
‘If you are a migrant in a new country, you got so many battles and if you don’t blow 
the wind under your wings, you don’t fly’. 
 
The statement above made by Jambo illuminates a reality for many migrants and the battles.  
The preceding section outlined these battles or struggles. The metaphor he used 
demonstrates the importance of the ability to be self-reliant. Participants were also asked if 
any particular experiences prior to their arrival in Australia were in their opinion 
advantageous. Their responses shed some light on aspects of socialisation experiences in 
Kenya. 
  
Ex–Mwanainchi who arrived in 1979 noted how her particular background living in Kenya 
had helped in the integration process in Australia. 
 
‘We mixed with people who were very diverse, different religions; we considered 
them as part of the family.  We were together with Hindus, Christians, Sikh.  We had 
these friends and we never considered ourselves as separate – this would have been 
from the time of our grandparents. Even here we keep saying we came from a very 
cosmopolitan background and here there is no problem because we communicated 
with anybody anywhere in the world’. 
 
Mhadhiri, a PhD from Britain and with prior international career experience in Universities in 
Africa and the Asia Pacific, reflected on his African experience. 
 
 ‘You know living in Africa, we might not see it as significant but we do have an 
outward focus and tended to pick up much more information. I see that as an 
advantage’. 
 
Jambo, in reflecting on his experiences in Kenya as well as in Canada noted:  
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‘Kenya was such a pluralistic country and I was working closely with students and 
friends from different backgrounds and experiences.  In Canada, I was exposed to 
different cultures again – western culture so to speak that enabled me to acculturate 
to western life and so on. So, when I came to Australia I felt that I had a few obstacles 
to cross but I felt I integrated quite seamlessly when I came here.  And having a 
Western education and having English as a first language and being proficient in that 
language. Those factors were very, very conducive to my being settled here.  It was 
very easy for me’. 
 
The extract above highlights this upbringing or their early ‘socialisation’ experiences in Kenya 
and included further socialisation in the West.  
 
Kijana who arrived with his family having finished high school in Kenya echoed what Jambo 
highlighted. 
 
‘I know Australians travel a lot but we found they did not know about Kenya, where 
we are from or about Africa. They would say you do not look like an African and we 
would say there are Indians in Africa not just Africans. Then they would ask if we had 
houses or did we stay in huts (laugh)?  So I thought really? You should know more.  
So, I guess being strong in the language and studying in Kenya that was all high level.  
It was easy to get into the education system and we were used to different types of 
people so we were able to assimilate quite easily, I thought’.  
 
Finally, Nyumbani who migrated to Australia in 2016 expressed his view as follows: 
 
‘We can think outside the box in many ways but people here even though they say 
they educated here, I believe their skills are not as strong as people who studied 
outside and have a lot of international experience’.   
 
Mhadhiri noted that he was in fact a child refugee from Kashmir in 1947 before arriving in 
Kenya and how this experience led him to the view that: 
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‘I will go to where ever the opportunity takes me. This view enables you because you 
are not bound by any land or you say that I am not moving from this land. Then it 
becomes easier to settle, does not matter where and in the end you do find a place 
where you are comfortable’. 
 
For Mhadhiri, a traumatic event at a young age may also have contributed to shaping of his 
habitus. These previous experiences as expressed by the participants may have shaped and 
helped define their actions in the host nation as challenges when they encountered 
challenges in the field of struggles. However, the way the participants responded may 
suggest that there may be other factors to explain this rather than habitus on its own. The 
habitus in action as shown in Figure 6.5 depicts influences on the habitus but extends the 
concept to self-directed activity suggestive of the quality of resilience. Other factors such as 
an adherence to culture and a spiritual/philosophical view may have also played a role in 
this.   
 
Figure 6.5 Habitus in action 
 
 
Maua noted her own feelings when she was unable to secure employment but it had not 
affected her to the point where she felt she had to seek professional help. She 
Adherence to culture 
Spiritual/Philosphical 
Self-directed activity 
Received 
socialisation – 
Kenyan + 
Western 
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acknowledged how people can feel when they are unable to find work. She said: ‘The 
struggle to find work leaves many people demoralised and depressed’. When work is what 
gives a person their social identity, it is much more than just the desire for economic capital. 
However, in an act of pure self-directed activity, Maua’s response was to look at 
volunteering as a step towards securing more secure employment. She was no stranger to 
volunteering even before she came to Australia having worked on a voluntary basis in two 
other overseas countries where her husband worked. Her rationale was to keep herself 
occupied. When finding work in Australia proved to be a challenge, she volunteered in a bid 
to boost her self-confidence. The comment below illustrated her thoughts on employment 
and what volunteering signified. 
 
‘Employment would mean both paid and unpaid for me because being paid is great 
because financially I need that. But, if I had a choice I would give time doing unpaid 
work mainly because I feel it is more rewarding and I feel you give more than just 
taking. I volunteered in the hospital. You have a choice between doing it and not 
doing it but you do it wholeheartedly’. 
 
The experience of Twiga, shows the effect of an emotionally challenging event at the meso 
level. Her first employer told her there was no future in that company for someone with her 
skills. The manager handed over the termination payout and told her to go and no other 
explanation was provided. When asked how she felt, she noted: 
 
‘I cried at what had happened and then went home. My husband had the job the 
Friday, Saturday I applied for a job with another private lab so within the second 
week I was offered a job in another private lab’. 
 
Twiga experienced a strong emotional response to this event in her initial career experience 
in Australia but it did not deter her from continuing to look for employment. She found 
other work with another employer in a similar role eventually progressing within her 
profession in a large public hospital.  
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As another example of taking control after experiencing a setback was Bwana Thika. He felt 
his research career with his University had prematurely terminated. His reaction was to 
undertake more activities with his own community.  He simply acknowledged this as his next 
career move. As noted in Chapter 5, in 2014, the Order of Australia was awarded to this 
participant. 
‘I could think about other things like helping the community. We started a senior 
citizen’s association. And, that has been very satisfying.  You move from one career to 
do something else’.  
The adherence to the culture they identified with may relate to the collectivist nature of the 
Kenyan Asians and perhaps explain why they engaged with their own community. These 
activities may have given a sense of meaning or fulfilment to their lives they might not have 
attained or felt as significant as part of their career experiences.     
 
For a participant like ex-Mwanainchi who had a successful career in the public sector, it was 
all about maintaining an outwardly distinctive cultural identity through traditional attire. It is 
also a form of resilience and resistance unlike the Ismaili community where the women were 
encouraged to dress in Western style of clothing, in an act of assimilation. According to ex-
Mwanainchi, ‘We change our countries, but we don’t change our culture’. In the workplace, 
she wore the traditional attire known as salwar kameez receiving compliments from her 
colleagues and customers. 
 
Participation in one’s religious community represents another avenue of cultural identity 
and can be a source of satisfaction. Mahisabu who felt that she had not achieved much in 
terms of her career experiences in Australia applied her professional experience not just in 
the temple she went to but then as the treasurer of that temple. On a volunteer basis with 
the (name withheld), she also helped low-income earners complete their tax returns.   
 
‘I did volunteer work with the (name withheld) and the temple gave me satisfaction, 
that I was able to use my qualifications to some extent if not fully’. 
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However, in this particular instance it also shows her institutionalised cultural capital was 
devalued in her attempts to gain paid employment. She never worked in paid employment 
again. 
Another strategy of maintaining this cultural identity is taking pride in one’s given name 
without trying to Anglicise it. Barabara kubwa commented: 
‘Lot of people I know have done that. I was very adamant from the day I started the 
job. I wrote down my name and told them how to pronounce it. No one called me by 
anything other than first name.  I never considered a change’. 
Rafiki demonstrated a philosophical perspective when she described her initial challenge.  
This was in relation to her manager who had been difficult towards her. Rafiki reasoned this 
behaviour was due to the manager’s terminal illness. 
‘I later on realised when I went for her funeral. Because she was suffering from cancer 
– we didn’t know.  So things were not going well for her but it was being taken out on 
me.  That’s when I realised.  But that’s life’. 
 
Some interviewee responses could be interpreted as having this spiritual or philosophical 
view towards dealing with the vicissitudes of life. Although, Mahisabu had very negative 
experiences with regard to the negation of her institutionalized capital, she did not express 
any reluctance to share her story.  Due care was exercised to ask if she wanted to continue 
rather than probing and upsetting her in any way. She was very matter of fact about 
expressing her disappointment about her career experiences in Australia and attributed her 
ability to surmounting this with the belief in ‘karma’. This explained why she had no regret, 
as it was her belief in some higher authority that explained events.   
 
Nyambura also mentioned ‘karma’ in a different context. She resigned before the 
organisation started their redundancy program because she wished to be in control of her 
own life. When the manager who had been instrumental in her decision to leave was at a 
later stage made redundant, Nyambura felt that ‘karma’ was on her side. This belief in 
karma may also indicate the presence of a form of spiritual capital. 
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Other participants shared their feelings that were indicative of this philosophical approach.  
For example, Barabara kubwa’s view was ‘try once or twice but feel no use wasting your 
energy on that – you just move on’ or Zuri who said ‘whatever circumstance you face, you 
just face it’ and finally, it is all ‘about getting back on track, if off track’ according to 
Mhadhiri.  
 
The one notable participant response that stood out especially because of its amusement 
value, delivered in near faultless English by the ‘subaltern’, is from Simba. The Sales Manager 
in the workplace made a comment on the workshop area looking like an Indian brothel while 
Simba was on the phone to a customer. 
 
‘I put the phone down as I had finished with the lady. I said to him Mr. G, I’ve never 
been to an Indian brothel, have you been to one? You could see his face turning red, 
he shot off, never came back’. 
 
The role of habitus as a predisposition and the role it played in career experiences are 
demonstrated by Hakuna Matata: ‘The career development opportunities basically came 
from willingness to move internationally and also a flexibility to move internally within 
various areas of the bank’. The ability to look beyond the horizon to engage in further career 
experiences may also be explained by this predisposition. He continued: 
 
 ‘But people also need to realise that Australia is a small part of the global economy 
and for banking here there are only four major banks here. It was inevitable that to 
have a productive career you have to move from Australia to be able to achieve what 
I did. You would not know this coming to this country and you do not realise this when 
you are moving here. Australia has limited opportunities. The USA for instance has 
bigger opportunities’ 
 
However, the opportunity to become an expatriate also increased his stock of economic 
capital. Upon his return to Australia, his social capital in the form of bridging capital enabled 
him to start his own consultancy. He had declined another offer from his employer. The 
choice of not pursuing a new role aligned with his priorities at the time but it also as he said 
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‘forced me into self-employment’.  This was a choice he made to balance his work/life 
priorities and was cognisant that he ‘had turned 55 and as I was under the old super scheme 
that gave me a good financial incentive to leave’. His savings in superannuation was another 
source of economic capital that gave him the financial security to pursue self-employment. 
 
Masai Mara recognised barriers beyond his control such as his age and his own medical 
issues will shape his career experiences: 
 
 ‘At the age of 70 organisations don’t want older people to be there. So that’s a snag 
isn’t it?  I practically experienced this. It’s an age and health issue’. 
 
His response is to continue work in the family business thus relying on his domestic capital.  
It is also a way of accumulating economic capital through this avenue knowing his current 
employer will be ending this particular career experience in due course. Age and health 
issues are inescapable facts of the human condition. These will continue to affect the career 
experiences of all employees.   
 
6.5 Conclusion 
 
This Chapter applied the concepts of capitals, field and habitus to the career experiences of 
the Kenyan Asians. Using Bourdieu’s theoretical lens on the historical background of the pre-
migration period, showed the acquisition of embodied cultural capital in the form of the 
ability and demonstrated competency in the host nation’s language, English. The findings in 
this Chapter reinforce Western influence as an outcome of colonisation as detailed in 
Chapter 2. Their institutionalised cultural capital in the form of their academic qualifications 
combined with their previous working experiences enabled the majority of these 
participants to engage positively with the Australian labour market. It can also be noted that 
capitals are not static as these were expanded through further study in Australia. These 
capitals did play a role in some of those career experiences.  
 
For some participants the existence of domestic capital enabled other career experiences 
such as self-employment. What has emerged is that different capitals including bridging 
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capital as a form of social capital can be combined with other forms of capital to engage in 
individual career experiences. Contrary to the literature on the importance of bonding 
capital as a subtype of social capital amongst migrants, only two participants in this study 
used their bonding capital to secure employment in Australia. The majority of the 
participants relied on the strength of their institutionalised and embodied cultural capital to 
secure their initial entry into the labour market. 
 
The participants were also transparent about some of their experiences in the field of 
struggles.  This is another of Bourdieu’s concepts that has proved useful in positioning the 
challenges skilled migrants face in the new host nation.  By using the relational component 
of Bourdieu’s work, it has been possible to locate the types of challenges along the macro, 
meso and micro levels in relation to particular career experiences. Some participants did 
recount some of their negative experiences and for a few participants’ migration to Australia 
in terms of career experiences was not always a positive outcome. Nevertheless, other 
participants in this study spoke of their rewarding and interesting experiences. These 
positive views do run counter to the negative discourse on the experiences of skilled 
migrants who experience devaluation of their capitals and face other structural impediments 
influencing their career experiences. There has been no evidence to suggest downward 
mobility in relation to employment. These participants found work commensurate with their 
qualifications and work experiences. 
 
The participant’s accounts in relation to their responses to various challenges have shown 
that applying the third and most contested of Bourdieu’s concepts, habitus, still offers a 
useful peg to understand the types of responses the participants had to some of their 
negative encounters.  However, as a concept in this study it did not adequately explain the 
ways in which people as individuals can display the types of qualities that can be useful in 
overcoming those challenges. In this study, these participants demonstrated the qualities of 
resilience perhaps linked to values and general outlook on life. However, that may not 
always be indicative of a predisposition to act in pre-determined ways. 
 
Whilst the literature on skilled migrants has tended to emphasise one or two concepts from 
Bourdieu’s concepts and based on the accounts of the participants, a more nuanced 
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understanding of the career experiences of the participants in this study has been enabled 
by including field and habits. 
 
Career for the majority of these participants shows the value they placed on this and how in 
the pursuit of career, the types of capitals they used to further their careers. However, the 
findings in this Chapter, in relation to career as a concept also revealed the fragile nature of 
career. Whilst the findings highlight many accounts of positive experiences, there were 
outliers such as downward mobility for one participant who worked as a taxi driver or the 
qualified accountant unable to find work in her profession. The next Chapter draws together 
the results from the analytical engagement with the data to interpret these in terms of the 
research question and current knowledge. 
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Chapter 7 Discussion 
7.1 Introduction 
 
This study set out with the aim of examining the role of capitals in the career experiences in 
Australia of Kenyan skilled migrants. To recap, the research question guiding this study is: 
How do Kenyan Asians skilled migrants mobilise their capitals in their career experiences in 
Australia? As far as the researcher is aware, this is the first time that Bourdieu’s concept of 
capitals has been applied to the study of skilled migrants in order to examine their career 
experiences in Australia. 
 
The concept of capitals was the initial conceptual tool and did not include field and habitus 
as the two other concepts in Bourdieu’s framework. Capitals was used based on the 
researcher’s understanding of the rising interest in skilled migrants using one or two of 
Bourdieu’s concepts (Thondhlana, Madziva and McGrath 2016; Zikic 2015; Rodriguez and 
Scurry 2014; Ryan 2011; Nee and Sanders 2010; Patel and Conklin 2009). The concept of 
field is applicable to both colonialism and post-colonialism (Go 2013).  In this study, field was 
used to frame the colonial and post-colonial period in Kenya as discussed in Chapter 2. In 
this study, the formation of pre-migration capital such as their proficiency in the English 
language was underlined. Embodied cultural capital such as this would become valuable as 
the Kenyan Asians went as skilled migrants to developed English speaking nations.   
 
The emergent themes extracted from the data and presented in Chapters 5 and 6 indicated 
the presence of field and habitus. This became prominent particularly as the analogies 
between the concepts and data were recognised (Vaughan 2008). This led the researcher to 
re-examine the initial approach of using just one concept in this study.  Including all three 
concepts led to more holistic explanations for the participant’s career experiences. This 
finding reinforces the usefulness of all three concepts in research rather than separate and 
misappropriate the three concepts (Emirbayer and Johnson 2008). Neglecting the 
interdependencies between the concepts would have also led to an abandonment of the 
relational perspective at the macro, meso and micro levels (Al Ariss and Syed 2011; Özbilgin 
et al. 2005). The relational perspective is discussed in section 7.3. 
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7.2 Anchoring the study 
 
The research question and the data in this study guided the process of unpacking the 
concepts, which also affected the method of investigation. To anchor this study, economic 
and cultural capital were viewed as individual possessions in accordance with Bourdieu’s 
approach.  However, social capital in its bridging and bonding forms aligned better with 
Putnam (2000) and is considered as collective capital. Symbolic capital was not discernible 
during the course of the interviews but may well be implicit in the external value placed on 
institutionalised cultural capital evident in recognition of formal qualifications.   
 
The field of struggles is in line with Bourdieu and includes the field as a site of structural 
inequalities (Fossland 2013). Competition and conflict are central to human activity and 
Bourdieu himself used the metaphor and referred to it as the ‘game’. These ‘games’ are 
played in what are termed fields. Fields are contexts whether one refers to the field of 
education, politics or any social institution where players with varying degrees of capital 
engage in this competition (Inghilleri 2005). Field as used in this study represents the 
contexts within which the capitals and habitus interact including the structural barriers 
encountered by the participants and in accordance with the relational perspective. As 
mentioned earlier the concept of field has also been applied to colonialism and post-
colonialism. 
 
There are enabling and constraining effects that can affect the pursuit of career experiences 
amongst women. Traditional expectations and attitudes towards the role of women in 
society is part of this discourse. Consequently, women may be constrained in pursuing 
employment and career opportunities and their perceptions of career success are likely to 
be different to those of men (Afiouni and Karam 2013).  
 
Although, there is an element of voluntarism in Bourdieu’s explanation of habitus (Özbilgin 
et al. 2005) to an extent, the concept provided helpful information. However, it lacked 
sufficient dynamism to explain the responses of the participants. Habitus explains the 
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dispositions embodied in agents as an outcome of their socialisation experiences. Operating 
at the subconscious level, the habitus predisposes individuals to think in certain ways. This in 
turn poses additional challenges when attempting to operationalise habitus. Habitus 
remains contested especially in relation to Bourdieu’s idea of using the concept as a bridge 
to resolve the rigid duality between structure and agency (Sewell 1992). The use of habitus 
in empirical research also remains problematic because it is not possible to observe it 
directly (Reay 2004). 
 
Structure, Sewell (1992 p. 27) argues is just an ‘unavoidable epistemic metaphor in the social 
sciences’ implying individuals become robotic in their responses. The main criticism of 
habitus is around this inability to overcome the duality of structure and agency. This is due 
to Bourdieu’s rejection of the notion of social actors as conscious, rational beings (Inghilleri 
2005). Simply conceiving of habitus as conditioned by prior experiences denies the 
possibility that agents are capable of exercising their own creativity in responding to changes 
rather than being predisposed to act in pre-determined ways. In this study, the participants 
are not ‘social dupes simply pushed around by objective social structures’ (Duberley, Mallon 
and Cohen 2006 p.292) or ‘cultural dopes’ (Sewell 1992, p. 15). However, this does not mean 
that the power of the agent is privileged but there may well be a dynamic relation between 
structure and agentic action in considering careers (Duberley, Mallon and Cohen 2006). 
Afiouni and Karam (2014) suggest the interaction of the habitus of participants with the 
structure denotes a power to shape and adjust not only careers but also their ‘lived 
realities’. Such adjustments arise as a response to emerging demands and changes 
encountered in the field. 
 
7.3 Working through the areas of theoretical tension 
 
A number of constraints exist for researchers wishing to operationalise the concepts of 
capital, field and habitus. These range from theoretical challenges around definitions, 
measurement, the distribution of capitals to which of the four forms of capitals play a more 
significant role in explaining inequalities including the reproduction of inequalities in society. 
Although Bourdieu emphasised capital as primarily economic capital because of its 
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convertible nature, dynamics of power, privilege and inequality were still manifest in the 
cultural and symbolic spheres of society.  Thus, cultural and social capitals were included as 
important mediating factors in the reproduction of class structures (Desan 2013).  
 
One crucial aspect was an assessment of the relevance of concepts developed decades ago 
to explain social hierarchy and class structure in Europe. The other was to use the concepts 
as theoretical ‘pegs’ to frame the career experiences of skilled migrants.  This framing was in 
a considered manner so that future social researchers would not regard the concepts purely 
as a Gallic theorist’s conceit.  Any social researcher engaging with Bourdieu’s body of work 
needs to be ready for an ‘eye opening experience’ (Özbilgin et al. 2005). This is because deep 
and careful thought around the epistemology and methodology in social research is 
required. 
 
In this study, there were methodological issues especially when the use of insight, instinct 
and sensitivity are a scientific, objective and rational approach (Layder 1998). However, the 
ontological position of the researcher in this study is people’s perceptions of events are 
diverse. Individual interactions with enabling and constraining factors in the structure 
produce differences in the responses. Interpreting the reality of the participants’; ‘lived 
experience’ of their careers was a ‘messy’ process as described in Chapter 4 and may lead to 
a questioning of the methodological precision (Schuller, Baron and Field 2000). The findings 
from Chapters 5 and 6 on individual experiences are not orderly in a quantitative sense 
instead these experiences demonstrate a ‘richness, depth, nuance, context, 
multidimensionality and complexity’ (Mason 2006, p. 22).  
 
A further challenge for researchers is theorising is not just a logical and rational process 
(Silva and Edwards 2004). This is highlighted especially as Bourdieu’s concepts retain a 
‘supple and adaptive’ quality (Bourdieu and Wacquant 1992). It is the role of the reflexive 
researcher to construct the ‘object of research’, which can account for the relationships 
between the concepts and examine these within a specific group and in a specific context.  
In this study, it is the career experiences of Kenyan Asians in Australia. Thus, theory 
generation and method adopted for this study is the construction of this ‘object’, rather than 
a strict separation between theory and method (Silva and Edwards 2004). 
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Thus, the objective of Chapter 7 is to reconcile all these disparate strands in the literature 
including the areas of tension raised in Table 3.2, Chapter 3 and compare these with the 
findings from the thirty participant interviews. Combined with applicable findings in 
Chapters 5 and 6, this study explores the role of the three concepts in the career experiences 
of the participant group. Collectively, the three concepts have potential in providing a more 
nuanced explanation of participants’ career experiences.   
 
7.4 Key findings 
 
This section discusses the findings from the accounts of the Kenyan Asians suggesting the 
deployment of a range of capitals in the pre and post migration phases. The findings of this 
study to an extent do conform to prior studies on skilled migrants that have applied 
Bourdieu’s (1986) concepts. These include Thondhlana, Madziva and McGrath’s (2016) study 
on Zimbabwean highly skilled professionals in Britain. The findings in this study are also 
consistent with capital deployment amongst Indian academics in Britain (Fernando and 
Cohen 2015). The results are also broadly consistent with the research on mobilisation of 
capitals for international careers (Al Ariss and Syed 2011). 
  
The framework of capitals, as Huppatz (2009) argues has an evolutionary aspect and various 
sub types of capitals have been added to the framework such as domestic and ethnic capital.  
The accounts of some participants illustrated the presence of these additional forms of 
capital.  Bourdieu’s (1986) framework is more of a conceptual toolbox Reay (2004).  Based 
on the findings from Chapters 5 and 6, a mix of economic, cultural and social capitals are 
germane in the explanation of the career experiences of the Kenyan Asians.  Interwoven in 
these accounts are contextual factors influencing careers such as Kenya’s historical past, 
finance, distinctive ethnic communities, gender, health, changing life roles and the influence 
of professions. Using the concepts as a triad to analyse the career experiences of a skilled 
migrant group, may provide an alternative explanation to career experiences. Another 
unanticipated finding in this study was the revelation of elements of resilience and self-
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efficacy amongst the participants.  This finding may further an understanding of the habitus 
as dynamic component in understanding agentic responses. 
 
7.4.1 Cultural capital  
 
One of the most thought provoking findings emerging from the study was the evidence of 
institutionalised cultural capital across the group. These findings show the majority of 
Kenyan Asians utilised the recognised value of these qualifications in their respective career 
experiences even prior to migrating to Australia. This sort of capital accumulation was not 
exclusive to one specific gender as both women and men possessed this form of cultural 
capital. There was a great emphasis on education and careers as professionals. The sole 
exception was Ndege, whose lack of formal education and working experience was mediated 
by the traditional role of women in her community. Such constraints tend to confine women 
to roles as mothers and homemakers (Visanich 2018). Ndege’s husband arrived as the 
principal applicant and she accompanied him as the trailing spouse. He was the one who 
engaged in ongoing career experiences until retirement. However, this lack of certification 
and no prior work experience in Kenya was no barrier to Nedge’s ability to engage in 
employment in Australia. There had been no economic imperative for her to do so. This 
illustrates her conscious effort to transcend the predispositions of her prior experiences in a 
traditional community in Kenya and engage in employment in Australia.   
 
The majority of participants demonstrated high levels of educational achievements with 
qualifications attained in the professional categories such as Accountancy, Nursing, 
Pharmacy and Education. Relevant to this is a consideration of the definitions of what 
constitutes a skilled migrant (Fang, Zikic and Novicevic 2009; Al Ariss and Syed 2011; Beine, 
Docquier and Rapoport 2007; Iredale 2005; Vertovec 2002; Iredale 2001). This study 
adopted a broader definition rather than maintain a sole focus on academic qualifications.  
This corresponds more with the Australian Government’s skilled migrant program that 
includes a broad range of occupations, which extends to business migration and 
international student categories.    
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Given the history of the Kenya Asians, the acquisition of institutionalised cultural capital 
through the attainment of academic qualifications was not restricted to educational 
institutions in Kenya. In fact, it was quite acceptable for families as well as particular 
communities who had the necessary economic capital to support students in their pursuit of 
academic qualifications in Western countries.  There was more value placed on qualifications 
from the United Kingdom (Brah 2006). In this study, some participants also studied in 
Canada or the USA, qualifications perceived as much higher than a degree from any 
University in Kenya. Accounting professionals like Rafiki, Kwaheri and Hakuna Matata 
obtained qualifications from the United Kingdom. Nyumabani obtained his undergraduate 
and postgraduate degrees in the USA and Jambo completed two undergraduate degrees 
from a Canadian University. Mhadhiri completed his PhD from a prestigious British 
University combined with extensive experience as an academic overseas prior to migrating 
to Australia and further developed his academic career until retirement. Bwana Thika also 
completed his qualifications in Britain.   
 
These experiences in Western countries are a further form of received socialisation 
(Thondhlana, Madziva and McGrath 2016). This socialization is in the Western way of culture 
and accepted standards of living in a Western society. For participants like Moja and Simba, 
this exposure would have been far more intense because they left for Britain when they 
were still at secondary school age. Their parents never renounced British nationality making 
formal entry to Britain unproblematic. Yet, Moja’s experiences in Britain illuminated the 
levels of discrimination he experienced in the early years of the migration of people from 
British colonies, an experience indicative of the ‘double Other’.   
 
As reported by the participants, values were important in the acquisition of this form of 
cultural capital. It was enabled through the English system of education but also early 
socialisation experiences. The drive for education was a key feature amongst the Kenyan 
Asians (Herzig 2006). Participants such as Moja and Kijana commented on the role of values 
in their upbringing. Following Bourdieu (1997), internalised values become part of the 
habitus as an outcome of past experiences.  For those participants who sought to migrate to 
secure better educational opportunities for their children and avoid historical inequities, 
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these values were carried over to the next generation as was highlighted by the quote from 
Barabara kubwa in Chapter 6. 
 
Securing good education outcomes was more critical if the family was not in the higher 
socio- economic levels and would have lacked the economic capital to send their children to 
be educated overseas. Those early socialisation experiences in Kenya that stressed the 
importance of education and achievement may have had an impact on these career 
experiences because accumulating capital did not cease for a number of participants who 
continued engaging in further study in Australia. These additional studies further cemented 
the chosen career paths of a number of the Kenyan Asians. Post-migration witnessed an 
increase in building this institutionalised capital. A number of participants completed their 
postgraduate qualifications and Bwana Thika completed his PhD. The experiences of 
international students like Amboseli, Mwerevu and Nyambura or Kijana arriving after the 
completion of their secondary education in Kenyan schools, were different because they 
completed their University qualifications in Australia.   
 
The pursuit of further study was no deterrence to Masai Mara who lacked formal 
qualifications in Kenya, even though he had managed a business. In his view, a lack of 
promotion with his first employer in Australia was due to his racial background.  However, 
his interest in the aged care industry represented another avenue to ongoing career 
experiences that wold be possible in a different industry sector. 
 
The earliest arrival in Australia from this participant group was Bwana Thika who was 
designated ‘temporary White’ as he had arrived when the White Australia policy was still 
active. His particular qualifications and through his professional contacts with a Nobel 
Laureate were the two reasons he articulated for this offer to migrate to Australia. This one 
example shows that it is possible for agents (the University Administration) to manipulate a 
structure such as Government policy to make exceptions. Currently, such a category in the 
skilled migrant program would be distinguished talent. It is also indicative of the utility of 
Bwana Thika’s bridging capital formed in Britain.  He completed his PhD in Australia, setting 
him on his career path as an academic in the field of science. For an academic on the tenure 
track, the PhD was a logical conclusion for Bwana Thika. Barabara kuwba stated that in 
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order to progress his career, it was important to undertake additional academic 
qualifications in Australia. These decisions taken by Bwana Thika and Barabara kuwba in the 
pursuit of accumulating additional cultural capital were self-initiated. Their respective 
employers had not directed or financially supported the participants to engage in further 
study.    
 
It demonstrates again the interrelated and interdependent nature of capitals that Bourdieu 
had promoted (Silva and Edwards 2004). In this example, the participants used their 
economic capital to accumulate further cultural capital. These decisions were made by the 
agent acting as a rational career minded individual unencumbered by any structural 
constraints (Jokinen, Brewster and Suutari 2008). This accumulation of cultural capital 
influenced later career experiences. For example, Dada, who held a Diploma in Nursing, 
enrolled for Bachelor’s degree because she realised for ongoing development in her 
profession, an Australian qualification would have value as it bestows more recognised 
credentials (Wildhagen 2010). However, Kenyan Asians value education very highly (Herzig 
2006). Consequently, engaging in further study was not really an unusual pursuit amongst 
this group. The findings on studying in Australia by the participants in this study do not 
support Yu’s (2018) research. In that study participants in accounting engaged in further 
study in Australia but they found these qualifications did not result in desired outcomes.  
However, this inconsistency may be due to other factors. 
 
Capitals of skilled migrants tend to be devalued in host nations (Kelly and Lusis 2006). There 
is also a requirement to reskill to match with the standards expected in the host nations 
(Parutis 2014). A far worse outcome for skilled migrants who are perceived as overeducated 
is being relegated to occupations such as taxi drivers and machinery operators. This is a 
complete mismatch to their skills (Nielsen 2011). The findings in this study are mostly 
contrary to those studies because the majority of participants in this study had their 
institutionalised cultural capital in the form of qualifications or certifications recognised in 
Australia. There were some exceptions with conversions to Australian standards for two 
participants, Hakuna Matata and Simba.     
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Hakuna Matata was required to complete his CPA so that he could practise his profession.  
The accrediting body in Australia did not recognise the ACCA qualification, yet it was 
sufficient to secure a permanent visa in Kenya under the skilled migrant program. He 
completed some bridging courses.  Simba had been confident his qualifications obtained in 
Britain would be recognised but upon arrival in Australia discovered these were not. He was 
compelled to complete other training modules in a vocational education setting to complete 
the conversions to the Australian standards, later securing work and eventually building his 
career.  
 
Mwalimu’s example is striking because of the way his institutionalised cultural capital 
obtained in Britain was more effectively deployed in the Australian context in his career 
experiences. The Kenyan Government paid for his study in Britain but due to the 
Africanisation policy, he was unable to progress his career experiences as a Physics teacher 
in Kenya. He successfully transferred this cultural capital in migrating to Australia and then 
continued to use this together with his previous experience as a teacher to progress in the 
field of education in Australia.  His example as well as Moja’s demonstrated that it is possible 
to transfer capitals to another complementary field in which the former transferred to 
teaching in Australia and the latter used his nursing qualifications and administrative 
experience gained in a large hospital to later manage two nursing homes. Thus, Moja paved 
his own way towards self-employment, demonstrating entrepreneurship as a form of social 
capital. It also showed that capitals could be mobilised for career in non-organisational 
settings.  
 
These findings are different from the research by Duberley and Cohen (2010). Their 
proposition is that capital in one field may hold little value in another field.  However, as the 
examples of both Moja and Mwalimu demonstrate the agentic position in which the 
individuals took the necessary action. Their particular career experiences resulted from 
these actions. This demonstrates the possibility of transferring capitals between fields.  
However, the case of Mahisabu illuminated the ability to transfer capitals in which she did 
not derive income.  Rather, she derived a sense of satisfaction combining her cultural capital 
with social capital when she worked as a Treasurer within her own ethnic community to 
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achieve their goal of building a place of worship. The validation of her institutionalised 
cultural capital was only realised when she formally exited from the workforce.  
 
When career experiences draw to an end and in the absence of high stocks of economic 
capital, the economic necessity to engage in work is pervasive. A participant like Masai Mara 
faced with health and age factors realised this and continued to use his domestic capital 
working with his sibling to stay financially stable.  Perhaps the weight of economic capital as 
the ‘root of all other types of capital’ (Bourdieu 1986, p.252) is more significant.  The other 
capitals such as cultural, social and symbolic are simply dissimulated forms of economic 
capital (Desan 2013).  
 
Overall, the findings from the accounts of the majority of the Kenyan Asians do not support 
the contention that as skilled migrants, participants in this study performed any dirty, dark 
and dangerous jobs (Athukorala 2006). Nor did they experience a drift to menial 
employment (Nee and Sanders 2001).  For this group of skilled migrants, in contrast to other 
studies on skilled migrants such as Kelly and Lusis (2006), there was no evidence of 
devaluation in Australia of this type of embodied cultural capital.  
 
Language is another form of embodied cultural capital. The data indicates the majority of 
the participants in this study nominated English as their first language and the ability, for 
instance the use of metaphors, demonstrated their communicative competence. This result 
may be explained by the fact that Kenya was a former British colony and whilst there were a 
number of languages, English was the dominant language for commerce and employment.  
Kenya was one of the many countries that has a lasting legacy of colonialism (Philipson 2013; 
Fanon 2008; Wa’ Thiongo 1993). The once colonised absorbed the Western culture and 
values through the dominant language of the coloniser but not to the extent of ignoring 
their own cultural traditions. Adherence to these traditions was part of the fabric of their 
cultural identity in Kenya and this continued in Australia.    
 
The findings on the ability to speak English in a proficient and fluent manner is in contrast to 
the research by Almeida et al. (2015); Syed (2008) and Pio (2005) on skilled migrants in 
English speaking countries. There is an argument is that migrants face labour market barriers 
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due to a lack of proficiency in English or speaking English with an accent (Hosoda and Stone-
Romero 2010). Kenya’s education system followed the British model and all classes were 
conducted in English.  None of the accounts given by the Kenyan Asians in the study 
suggested the way they spoke English impeded their career progress or presented any 
challenges in accessing labour market opportunities.  Perhaps, this ability in the command of 
the language is not so much as an insidious component of colonisation (Maan 2007) or the 
dampening experience of a being ‘subaltern’ (Spivak 1988). Rather it is a ‘treasure’ (Erel 
2010) of the colonial past, highly valued, and deployed very effectively for migration and 
post-migration purposes. Perhaps the formation of a unique identity because of 
experiencing the ‘best of both worlds’ (Sundar 2008) may explain this outcome.  
 
Bourdieu’s view of cultural capital and its embodied, institutionalised and objectified types 
includes behaviours, mannerisms, tastes and habits.  This adds another layer of complexity 
and is in contrast to human capital approaches with an emphasis on education and skills.  
Other than indicating the value they attached to the English language and exposure to a 
Western style of education, most participants made no explicit references to less 
measurable aspects of cultural capital such as accent and dress. Nor did the participants 
indicate behaviours and mannerisms or other social markers that would have demonstrated 
the role of power and privilege. However, there was evidence of a reliance on 
institutionalised cultural capital in the form of educational attainments and embodied 
cultural capital such as the ability to speak the English language. The embodied and 
institutionalised forms of cultural capital were effectively used by the majority of 
participants in their career experiences in Australia. Some participants added to their stock 
of institutionalised cultural capital enhancing their career paths. On the basis of the 
evidence, the participants in this study did not view themselves as lacking the requisite 
institutionalised and embodied cultural capital necessary to actively and strategically engage 
in the Australian labour market to achieve their objectives. 
 
7.4.2 Social capital  
 
The data from this study supports the existence of social capital and the presence of the two 
variants, bonding and bridging capital. Bonding capital in the studies on migrants (Ryan 
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2011; Portes 1998; Zhou 1997) generally emphasise the importance of kinship and other 
ties. Coleman (1988) furthered the concept of social capital as first envisioned by Bourdieu. 
Putnam’s (2000) work has greater utility to explain the role of bonding and bridging forms of 
capital as these emerged from the accounts of the participants.  However, the findings do 
not support the use of bonding capital as a direct influence on the career experiences of the 
majority of participants in this study.  Rather, the evidence suggests bonding capital was a 
factor in the accounts given by two participants in assistance in finding employment. This 
finding would conform to the research on the role of this type of intracultural capital when it 
can lead to employment (Terry and Lê 2014).   
 
Chapter 2 had described some of the main Kenyan Asian communities noting the differences 
based on culture, language and religion. Within these, there are further differences. For 
example, the Muslims have sectarian differences. The participants in this study were 
representative from some of those distinctive communities. There has been a general 
tendency in some research that tends to paint a picture that all South Asian communities are 
similar.  This includes the studies by Jones and Ram (2010) and Basu (1998).  An interesting 
finding in this study has been the role of particular Kenyan Asian communities that play a 
role in the acquisition of institutionalised cultural capital for their members. From the 
account given by Jambo, the Ismaili community paid a major portion of costs associated with 
his studies in Canada. He could also have pursued his PhD using this form of economic 
capital.  Although, he elected not to seek further assistance, it does indicate that economic 
capital is combined with bonding capital. Particular communities to help their members’ 
progress can then deploy this combination.  
 
The Ismaili community, for example has already been acknowledged as highly organised and 
resource rich (Budhwani and McLean 2005). In Australia, through his community 
membership, Hakuna Matata, obtained his first job. Then again, his job in Kenya was also 
realised through his own community. Kwaheri also secured her employment through her 
bonding capital. The findings of this study do support the research (Ryan 2011; Bonifazi 
2001; Portes 1998; Zhou 1997) highlighting the importance of bonding capital of migrants 
and the role of kinship ties play. However, in contrast to that research, the findings do not 
210 
support the experiences of the majority of participants who did not rely on any bonding 
capital in their career experiences.    
 
This data suggests a reassessment on bonding capital for migrant communities. The 
assumption is all migrants have established bonding capital in the form of community 
networks even prior to migration, or that these communitie always act as referral 
repositories for their members.  Apart from the accounts of Jambo and Kwaheri, there is no 
further evidence suggesting the prevalence of bonding capital for career experiences. There 
are possible explanations for this finding. One explanation has to do with the timing of 
arrival in Australia. For the earlier Kenyan Asian settlers, no established community networks 
built around common cultural traditions and beliefs existed in Australia. These early Kenyan 
Asian settlers also experienced this. From the accounts of participants who arrived in the 
1970s, they clearly mentioned the lack of these community networks in Australia. For a 
participant like Moja, who arrived during the years of the White Australia policy, there was 
simply no structured community network identifiable as South Asian.   
 
Community networks evolve over time. In Australia, there have been successive waves of 
migration and some migrant groups arrived in sufficiently large numbers to establish their 
own distinctive communities. Some suburbs in large Australian cities are renowned as areas 
where specific ethnic communities reside. However, during the interview process in New 
South Wales, it was apparent there was no particular area nominated where the Kenyan 
Asians chose to live, build and maintain this bonding capital. Settlement for this group of 
participants was in a variety of locations.    
 
Nyumbani offered another explanation as he illustrated the divide between the Kenyan 
Asians and the Indians currently resident in Australia. He expressed his hesitation in this 
form of bonding capital as an avenue for his career experiences. The current volume of 
skilled migrants to Australia is overwhelmingly from India (South Asia), a region from where 
many of the earlier generations of the Kenyan Asians descended. His comment showed the 
differences and the fallacy of perceiving all migrant groups based on the sole feature as their 
skin colour.  
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For most participants the use of bridging capital did not play an instrumental role in their 
career experiences in Australia.  Bridging capital is the loose ties (Granovetter 1983). People 
form these as part of their professional and other networks. It also has salience for migrants 
and the use of capitals for business. It is important for ‘getting ahead’ (Putnam 2000).  
However, bridging capital has played a role in the career experiences of Hakuna Matata. As 
a skilled migrant working in Australia he gained international exposure and as an expatriate, 
Hakuna Matata’s stock of bridging capital deepened. However, there was also an aspect of 
‘playing the game’ as part of Hakuna Matata’s agentic strategy underlying his career choices 
in an enabling structure (Tomlinson et al. 2013).  This was demonstrated when he accepted 
the expatriate opportunities made possible through his organisation. Ryan and Mulholland 
(2014) suggest global connections are a feature of bridging capital. When Hakuna Matata 
started his own consultancy, he converted his global connections for international consulting 
opportunities.   
 
As a skilled migrant, he had the opportunity initially to work in Australia but in achieving an 
expatriate status, he widened his skills base. This type of experience can add value to 
Resumes enabling future career progression (Findlay et al. 2012). The bridging aspect pivots 
more on adaptation and integration or being a part of a professional subculture and in the 
case of Hakuna Matata, as an Accounting professional. Similarly, the international 
experience gained prior to migration by Nyumbani enabled him to continue with his 
international consultancy work using his professional networks overseas. However, 
Nyumbani was not at a stage due to his current visa restrictions to leave paid employment 
and fully engage in self-employment.  
 
It was not as if the participants in this study lacked proficiency in the English language or a 
lack of cultural capital to engage in their career experiences with degrees of success. Some 
added to their cultural capital by engaging in further study to enhance their prospects. Yet 
despite these advantages, a participant like Mahisabu did not progress and her 
disappointments led her to exit the workforce altogether. Mhadhiri, even with his years of 
experience as an academic overseas and a PhD from a well-respected University in Britain, a 
track record in publications as well as good student reviews never moved past the title of 
Senior Lecturer in a large University in Australia.  One reason he offered was his lack of social 
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capital in the form of networks within the University. Thus, a lack of social capital is not 
gender specific. Despite possessing particular capitals, progress is not always possible.  This 
may indicate the existence of deficits in capitals (Duberley and Cohen 2010).  Alternatively, it 
may suggest other macro and meso level factors are responsible. 
 
The formation of bridging capital amongst these participants is also better understood in the 
link to the historical background. Participant recollections demonstrated the bridging capital 
they witnessed as children during colonial times and during their adult years in an 
independent Kenya. A number of accounts from the participants attest to the occurrence of 
this bridging capital where all the ethnic and racial groups socialised with each other at 
community functions. Some like the Goan community, according to Maua, demonstrated a 
far more inclusive approach to membership.  Such an upbringing may have influenced this 
group of Kenyan Asians to be more open and receptive to different cultures in Australia and 
may have had an influence on career experiences.  
 
Entrepreneurship is another form of social capital that emerged as a finding. Participant 
narratives from Rafiki, Zuri and Duka ya Dawa conform to the research mainly on the South 
Asians and their propensity to engage in entrepreneurship (Katila and Wahlbeck 2012; Jones 
and Ram 2010; Janhuja-Jivraj and Woods 2002). Entrepreneurship is the ability to combine 
resources including family members and create some commercial value.  It is a form of social 
capital with a strong emphasis on domestic capital especially as the three participants in the 
course of their businesses relied on their family members. However, the findings do not 
support the contention by Basu (1998) that South Asian migrants tend to engage in business 
to avoid structural barriers in the labour market. The findings from this study suggest the 
appropriateness of Inal, Al Ariss and Forson’s (2013) observation that migrants do not 
engage in entrepreneurship simply to evade structural barriers in the labour market.   
 
One unanticipated finding was that not all South Asian communities gravitate towards self-
employment or engage in entrepreneurial activities.  In contrast to the other studies such as 
(Shah, Dwyer and Modood 2010; Jones and Ram 2003) on South Asians in business, this 
study highlights the importance of making a distinction amongst the South Asians. Amongst 
the participants in this study it was the members of the Oshwal community who engaged in 
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self-employment. The three participants in this study highlighted the importance of the 
beliefs of their particular ethnic community, the Gujerati speaking Oshwals.  In the views of 
these participants, their community places more credence on self-employment rather than 
working for an employer. Rafiki pursued her career path as a Management Accountant and 
Duka ya Dawa as a Pharmacist but the strength of their values (distinctive habitus) of this 
ethnic background were apparent. The values of these participants influenced the desire to 
engage in self-employment. It is difficult to explain this result but examined from an 
historical perspective, the very early migrants from the Indian subcontinent were also 
members of the Oshwal community who actively engaged in commerce in a colonial and 
post-colonial Kenya. However, Moja who was not a member of the Oshwal community did 
not echo the views of the Oshwals.  For him, it was simply a logical progression from years of 
employment and the identification of a growth area in the aged care market.  He combined 
his capitals for the purpose of self-employment in this industry. 
 
The accounts from these participants also illustrated how self-employment can parallel 
career. Their values accorded with the perception that their business activities are careers 
(Pettersson 2003). This career experience has nothing to do with the traditional view of 
career as working in an organisation, being responsible to an employer and depending on 
the goodwill of the employer to progress in their chosen career path. The careers of some 
participants did not depend on the goodwill of their employing organisation, rather they 
exercised their own agency that is akin to the view expressed by Inkson and Arthur (2001) as 
career capitalism.  
 
The findings from interviews with members of the Oshwal community in this study revealed 
status does not necessarily equate to objective symbols of success gained in an 
organisational setting.  In effect by engaging in self-employment they demonstrated the 
label of career is not a prerequisite for achieving status in the social space of work, rather 
success or achievement is external and made possible through self-employment. 
Consequently, contextual factors and subjective perceptions of career are equally important 
as people do have different perceptions (Chen 1998). This finding is in contrast to research 
that career success and the achievement of status is to be found in organisations (Judge, 
Kamermeyer-Muller and Bretz 2004; Lau and Schaffer 1999).  
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The findings from Chapter 6 confirmed the presence of domestic or ethnic capital (Fernando 
and Cohen 2015; Shah, Dwyer and Modood 2010). Another term given to this is household 
capital (Silva and Edwards 2004). Participants such as Rafiki and Matata both indicated they 
relied on the assistance provided by their in-laws to take care of the children whilst both 
parents worked and engaged in their career experiences.  
 
Similarly, Amboseli and Mwerevu relied on siblings and in-laws to continue their careers as 
chemical engineers. In the case of Rafiki, she not only transferred her cultural capital as a 
qualified management accounting professional but also used her domestic capital to engage 
in commercial activity. Her distinctive habitus as a member of the Oshwal community may 
have played a role in this. In this venture, she provided the seed capital for the businesses 
she managed with her in-laws.  In the process, the family accumulated further economic 
capital.   
 
There is no evidence from the participant accounts that suggest the Kenyan Asian men were 
the sole breadwinners relying on the domestic capital of their wives as they engaged with 
their career experiences.  Neither does this finding conform to the suggestion that men are 
always the sole breadwinners (Melamed 1995).  The majority of the women interviewed for 
this study demonstrated career experiences even prior to migration and post migration 
these women continued to engage in those experiences. Some such as Swara and Matata 
worked with their husbands to operate their own family businesses. However, men and 
women who arrived as single migrants such as Jambo, Kwaheri as well as the three 
international students did not possess any domestic capital.  Those capitals developed later. 
 
The evidence provided above suggests there were differences in the types of capitals 
possessed by this group of skilled migrants. There was a wide variety of and distribution of 
capitals in this participant group. How these capitals were then deployed shows the 
interconnection between them providing part of the platform from which these career 
experiences evolved in Australia.  However, unequivocally asserting that one form of capital 
was more dominant over other forms or which combination of capitals played a causal role 
in the careers of the Kenyan Asians is not possible due to difficulties in quantification and 
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measurement. Besides, it would be tantamount to taking a reductionist approach (Duberley 
and Cohen 2010). The findings also suggest a relationship between capitals, field and habitus 
as influencing some of those career experiences.  Field is considered in the next section.  
 
7.5 Field of struggles 
 
The field is where competition takes place as agents or players compete and position for 
increasing their access to capitals and gain power. The field is the site for structural 
impediments (Fossland 2013; Liversage 2009). Constraints devised by institutions can be 
apparent in organisational policies and practices.  This includes instances of not hiring skilled 
migrants due to a lack of local working experience as well as non-recognition of 
qualifications together with other discriminatory policies (Turchick Hakak and Al Ariss 2013). 
Another barrier is the need to change names to avoid discrimination. There is no evidence 
that any of the participants used this strategy, a finding that is different to the study 
conducted by Al Ariss et.al, (2013). In this study, the interviewees changed their Arabic 
names to French. 
 
Another constraint especially in Australia is the rancorous political discourse on immigration 
levels as discussed in Chapter 2. Reports in the media create divisiveness heightening 
tensions.  For some of the participants in this study, the field of struggles is not such a new 
phenomenon encountered only upon their arrival in Australia. The historical context as a 
factor in the field of struggles was evident even in Kenya for participants such as Mwalimu 
and Mahisabu.  They were unable to pursue careers due to the Africanisation policies of the 
Kenyan Government.   
 
In a distinctively multi-cultural Australia, the Kenyan Asians did not experience the 
imposition of Governmental barriers to employment. However, there was evidence of 
barriers such as age, gender and ethnicity that influenced their career experiences. These 
challenges were examined using a relational perspective (Fossland 2013; Özbilgin and Tatli 
2012; Al Ariss et al. 2012; Al Ariss and Syed 2011). This perspective acknowledges Bourdieu’s 
stance on the relational nature of the three concepts. For this study macro level factors 
included events at global and national levels. Habitus was deployed as a way of examining 
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the responses of individuals meshed with the macro, meso and micro levels. Events at 
organisation or company levels were considered as meso level events. Economic and cultural 
capitals were examined as the possession of individuals operating at the micro level. Social 
capital and domestic capital equates to collective capital. 
  
Extending this relational perspective to examine factors at these levels illustrated the impact 
of these factors on individual career experiences. Despite possessing the cultural capital, the 
recession of 1990 in Australia, as a macro level factor, ended the organisational career of 
Nandi Hills. The anti-Muslim sentiment resulting from the 2003 Iraq invasion was another 
example of a macro level factor affecting the career experience of Jambo. He felt his 
employer denied him developmental opportunities because of his Islamic faith.   
 
At the meso level, Mwerevu’s experience demonstrated a range of barriers could play a role 
in career experiences. In her company, the perception was that women were not suited to a 
career in chemical engineering. The clients of the company shared this view as well. Added 
to this were her race and in particular her Islamic faith when she commented on witnessing 
the rise of Islamophobia in Australia. Mahisabu, for example felt her gender, migrant status 
and age had impeded her career progression and felt she never had a career in Australia.   
 
Kwaheri, the first female partner in an audit firm in Kenya experienced gender based 
discrimination from the Kenyan Asian clients of that firm who were not used to dealing with 
women managers. She experienced further discrimination from what she termed as the 
‘Melbourne Boys Club’ in Australia. This example of the ‘Club’ supports the contention that 
women in the workplace lack social capital (Duberley and Cohen 2010). This can affect 
career experiences. Despite Bwana Thika’s successful academic experience inclusive of 
prestigious international placements, his age was a factor when he was asked to accept an 
early retirement package. This ended his career experiences in a formal organisational 
setting.  Factors such as health and aging are beyond the control of the individual and these 
affected the career of Masai Mara.  Simba’s and Maua’s accounts both showed how a lack 
of local Australian working experience was an issue in obtaining employment.    
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However, some participants stated their careers had progressed smoothly. Dada, Mwalimu, 
Hakuna Matata, Rafiki, Duka ya Dawa, Toto ya Mungu and Ex-Mwanainchi also stated they 
had never experienced any form of discrimination in the workplace. Interestingly, for each of 
these participants, they made the decision to either end their organisational careers or in 
the case of Twiga keep working until reaching retirement age. The findings from some of the 
responses on the field of struggles appear to highlight that cultural capital in the form of 
qualifications or even the ability to speak the host nation’s language can be beneficial for 
skilled migrants. Then again, these participants did not let the structure of the field in terms 
of challenges or impediments obscure their own individual choices in the pursuit of their 
career experiences. 
 
Nevertheless, structural impediments in the labour market and their undermining influences 
exposed the reality for some of the participants. Despite a few participants experiencing 
challenges in their career experiences, no sentiment conveying a sense of bleakness was 
expressed. They appeared to possess components of their own drive and ambition to 
succeed in Australia. This drive may be related to habitus and is the last element of the 
conceptual framework in this study.  
 
7.6 Habitus 
 
The current study found evidence of a distinctive habitus amongst the participants. This 
distinctive habitus can be traced to a country’s colonial past (Thondhlana, Madziva and 
McGarth, 2016). The Kenyan Asians amongst others who have had some experience of living 
in Kenya as a British colony and then post-independence may have developed a distinctive 
habitus that could have prepared them for their future experiences in Australia. The 
participants in this study could potentially be considered as ‘the fish in water’ (Bourdieu and 
Wacquant 1992, p. 127) because their previous experiences had attuned them more to what 
to expect in Australia and they were not simply passive recipients of all the socialisation of 
Western culture and practice.   
 
Participants such as ex-Mwanainchi, Mhadhiri, Nyumbani, Kijana and Jambo noted their 
early African experiences were somewhat indicative of this distinctive habitus. Habitus as 
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embodied cultural capital also includes received socialisation. Jambo’s experience 
demonstrated the received socialisation in the West that he felt made his transition in 
Australia easier. The transition influenced their career experiences. Whilst socialisation 
experiences are important, to accept habitus as conditioned by prior experiences denies 
agentic action and interpretation. This agentic action was apparent for example with Hakuna 
Matata. His career experiences meant demonstrating a willingness and desire to develop 
even if this involved embracing opportunities outside of Australia.  
 
In this study, habitus was defined more as the actions taken or a tool for action (Friesen 
2000; Devine-Eller 2005). The participants took the actions as they encountered 
impediments in relation to their career experiences. The examples of Maua, Nandi Hills and 
Masai Mara are indicative of this action taking. Maua used volunteering as her platform 
from which to launch into employment and then continue her administrative career in a 
large hospital. Nandi Hills began his own business after the recession in 1990 saw his 
organisational bound career end.  Masai Mara redoubled his efforts in working in the family 
business. The dispositions of individuals to embrace opportunities offered is as significant as 
the disposition to strategise and engage in activities such as volunteering to create one’s 
own opportunities.  
 
These findings are broadly supportive of the idea that the individual agent will still follow a 
path they sense is more accessible (Duberley and Cohen 2010). This view aligns with 
Bourdieu’s (1990 p. 166) concept of habitus as ‘the feel for the game’, a game played by the 
various actors in the field. The findings of this study indicated the Kenyan Asians followed 
accessible paths as they engaged in activities such as volunteering, community work and 
self–employment but they did not engage in strategies that had the potential to transform 
the structure to negate or minimise any impediments experienced in their career 
experiences. 
 
Mhadhiri’s experience is somewhat indicative of the quality of ‘moxie’ (Amundson 1997).  
This participant experienced some of the upheavals in Kashmir when India achieved 
independence from the British.  It could also be argued that it is indicative of habitus but it 
does not quite explain his view of seizing every opportunity that came along for his career 
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experiences.  In the context of this study, it is courage and energy as attributes enabling the 
exercise of more personal agency in career experiences. This was also evident in the case of 
Bwana Thika who moved to involvement in community work, work that would later result in 
an award from the Australian Government. 
 
An unexpected finding is the types of qualities these participants displayed. These were the 
qualities of resilience (Schoon and Byrner 2003) and self-efficacy (Pajares 1996). Twiga 
showed these qualities when her employment was terminated. She had an emotional 
reaction to that event but it did not deter her from seeking further career experiences. It 
could perhaps be explained by a spiritual or philosophical approach that may be bound with 
cultural identity. Mahisabu, who felt she never achieved her full career potential in Australia 
also took the path of volunteering for her religious community and used her institutionalised 
cultural capital in her capacity as the treasurer.  Other participants with this sort of spiritual 
view were Mhadhiri and Zuri. In contrast, ex-Mwanainchi who had a long career in the public 
sector, maintained her distinctive cultural identity through her traditional clothing and a 
participant like Barabara kubwa was adamant that he would not Anglicise his name to fit in. 
There may be other possible explanations but the findings do indicate the habitus does not 
have a static quality but is dynamic and may be responsible for these agentic responses not 
as ‘social dupes’ (Duberley, Mallon and Cohen 2006, p.292) or even ‘cultural dopes’ (Sewell 
1992, p.15) but as free thinking creative individuals negotiating their way around the 
perceived structures. The next section in this Chapter is the concept of career in a 
modernised industrialised society that continues to witness structural changes such as 
advancements in technology, globalisation and the corresponding effects this can have on 
the notion of career.   
 
7.7 Career  
 
Career is a Western construct (Arulmani et al. 2014). It was surprising as the interviews 
progressed, none of the participants questioned this as a Western imposition and all were 
able to convey what career meant to them. Some such as Ndege or Matata made no 
distinction but viewed it as paid employment. Professions as revealed by the accounts from 
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Duka ya Dawa and Dada can also influence career as both expressed the importance of the 
professional codes of their respective Pharmacy and Nursing professions. This finding 
supports the research by Davis (2013) and Blau (1988). 
 
The meaning and attachment to career may be a result of their early experiences growing up 
in the Western tradition of accepting career as a norm. This would make it difficult to negate 
the importance attached to ‘career’ as part of the totality of the career experiences. This 
may then explain a sense of disillusionment when participants such as Bwana Thika and 
Mhadhiri did not achieve their career goals.  Meso factors driven from top-down shaped 
their academic careers as Bwana Thika was asked to take early retirement even though he 
had met all the academic standards necessary such as research, publications, teaching, 
supervision of PhD’s and secured grants.  
 
From the participant accounts particularly those with careers, their individual career 
experiences were enabled through an interplay between cultural and economic capitals as 
well as their perception of how ‘the game’ needed to be played to get ahead. Some 
measured their career success through objective criteria (Hall and Chandler 2005).  Examples 
of this included pay levels, status and vertical movements. In sharing their particular 
experiences Barabara kubwa, Mzuri sana and Kijana exemplified this. However, for 
participants such as Nugu, Nandi Hills, Jambo and Bwana Thika, career success was 
measured through subjective factors including a sense of achievement, learning and growing 
(Mayrhofer et al. 2008; Lee et al. 2006).  
 
Research on career suggests the existence of different forms of career as opposed to the 
traditional view of organisation bound careers (Parker, Arthur and Inkson 2004). This rise of 
these alternative forms is linked to external factors influencing careers (Rodrigues and Scurry 
2014).  Arthur, Khapova and Wilderom (2005) suggest that organisational careers have 
declined. The findings from this study do not support the contention that careers in 
organisation are on the wane despite the influence of external factors. As revealed in this 
study, the norm has been the archetypical industrialised career models that tend to be 
present in hierarchical and bureaucratic organisational structures (Collin and Watts 1996).   
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Twiga expressed her view that she was not the type of employee who would always look to 
changing jobs. This may suggest the benefits of stability in staying within the one 
organisation rather than engage in the newer models of protean or boundaryless career 
models as proposed by Parker, Arthur and Inkson (2004). It may also suggest this group of 
skilled migrants valued longevity and the benefits associated with careers pursued in 
organisational contexts. This finding on the meaning of career does not support the view 
that the old paradigm of lifetime employment in the one organisation or the ‘cradle to grave’ 
declined in the 1990s (Sanders and De Grip 2004). Thus, the traditional measures of career 
success encompassed as achievements, promotions, pay increased and career development 
within an organisational setting were true for some participants. Staying with the same 
organisation despite instances of discrimination related to gender, ethnicity and building a 
career dominated by men, did not deter Mwerevu. She chose not to pursue career 
opportunities elsewhere. One possible explanation for this is that there are distinct stages 
across a person’s life (Super 1980). Her life roles changed and she is now a parent with 
young children. Another explanation was her intention to leave Australia in the near future. 
 
Another interesting finding related to self-employed individuals such as Duka ya Dawa, 
Rafiki, Moja and Hakuna Matata. Their view of self-employment was that it was indeed a 
career. These participants were professionals in their respective occupations and had 
developed their individual career experiences within organisations.  In establishing their own 
businesses, they connected their economic and social capitals to achieve their goals.  This 
finding appears to corroborate the view that career in this century is located in ‘professional 
and entrepreneurial forms’ (Collins and Watts 1996, p. 386).   
 
Some participants did encounter difficulties in their career experiences.  One of the issues 
emerging from the findings in the field of struggles is to question the concept of career. In 
particular, if it has lost some of its utility in a world that is characterised by constant change. 
Further, structural impediments in the field where individuals engage in their career 
experiences do appear to be an inescapable reality. Career perhaps is just a romanticised 
view of work and is devoid of any consideration of the realities of the labour market in 
industrialised nations that led to the assertion by Standing (2011) there was an emergence 
of a precariat on a global scale.   
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It also leads to question again the value of cultural capital in career when meso factors such 
as employer decisions can lead to ending careers.  Further, there are factors such as age and 
health that are beyond the control of actors.  Even though the majority of participants in this 
study as independent career actors had their own career success stories, the agent has 
remained subordinate to structure. These structures are those specific inequalities and there 
has been no evidence to suggest actions of the participants led to any changes or challenges 
to those inequalities experienced at the individual level.  It seems as if the burden of ongoing 
career experiences was borne by these participants. They adapted and changed as well as 
revaluated strategies to increase their prospects. For some it meant an emphasis of 
employability. Part of the strategy was in the accumulation of more cultural capital or 
exploring other avenues to give meaning to their career experiences.   
 
In romanticising careers, the tendency is to use simple and appealing metaphors (Inkson 
2006). Conveying a mental picture of career more often than not masks the reality of the 
world of work and employment in general as some of the participant accounts highlighted. 
The title of this study ‘Pembea Kazi’ or career seesaw is also a metaphor. Arising out of 
Chapters 5 and 6 is evidence that careers for some of the participants did have this seesaw 
element but it did not dissuade them from the pursuit of this romantic notion of career.   
 
Career, as a concept may well be a myth. Perhaps, the term employability, albeit a buzzword 
is a more appropriate concept rather than career. It is aligned with the human capital theory 
(Verhaar and Smulders 1999). Both metaphors serve the same ideological function of 
masking the reality of the labour market. Then again, following Bourdieu’s metaphor of ‘fish’ 
and softening the reality of employability could mean an individual does become the ‘fish in 
water’ (Clark and Zukas 2013). However, this is still dependent on the relationship between 
the habitus and capitals as they interact in a given field. 
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7.8 Conclusion 
 
This section concludes the discussion as well as analysis in relation to the findings from the 
data and as well as comparisons and contrasts to the literature on skilled migrants, capitals 
and career. As a skilled migrant group in Australia, a broader understanding of the Kenyan 
Asian experience lying in a particular historical context was salient in shaping the acquisition 
of particular capitals. Elements of achievement and adversity were also distinctive features 
of that historical background and the experience of the ‘Other’ was a part of their narrative.  
However, that experience could still be viewed as representing the ‘best of from both 
worlds’ (Sundar 2008, p. 255). The pre-migration capitals possessed by the participants in 
this study were ‘treasures’ (Erel 2010). 
 
From the accounts given by the participants in this study, it was possible to locate the 
existence of cultural capital in both its embodied and institutionalised forms.  It was also 
possible to discern facets of bridging and bonding forms as types of social capital. Other 
forms of capital such as domestic and ethnic capital also emerged. As highlighted in the 
findings, variances in the possession of economic, cultural and social capital did exist 
amongst the participants and played out in their career experiences in Australia.  
 
Other than bonding and domestic or ethnic capital, the rest of the capitals were individual 
possessions. The deployment of these was complex and dictated by the choices each 
individual made in the pursuit of their career experiences. For some participants, their 
domestic capital was valuable together with their cultural and economic capital in 
supporting their career experiences. For this group, the institutionalised and embodied 
forms of capitals retained value and enabled access to the Australian labour market. No 
barriers were present in relation to conversions to Australian standards. This finding is 
somewhat different to the narrative of disadvantage, a feature in a number of studies on 
skilled migrants where the findings demonstrate challenges. However, capitals for some 
participants also became deficits instead of advantages in their career experiences especially 
when these did not result in anticipated outcomes in career. Emphasising which of these 
capitals played a significant role in the career experiences for the participants would be 
tantamount to a reductionist approach.   
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Social capital, for example, was important for only two participants. An under-researched 
area was highlighted in relation to the findings on social capital. This was the role played by a 
distinct ethnic community, the Ismailis in facilitating the accumulation of institutionalised 
cultural capital for their members. The evidence from this study also indicates that it is an 
error to assume all people of South Asian origin are predisposed to engaging in self-
employment or other entrepreneurial activity as a form of social capital. The findings 
highlighted how a community like the Oshwal community are historically more predisposed 
to entrepreneurship and their perception of career or work is based within the confines of 
their own business rather than any organisation. That holds more value rather than working 
for an employer. 
 
It was found that for a number of participants the end of their career experiences did 
become a reality whether it was self or employer initiated. Unless total retirement was the 
only option, some participants managed to transfer their capitals to other fields in the 
pursuit of their career experiences. However, some of this included volunteering work within 
their own communities where their institutionalised cultural capital was validated.  
Interestingly, a few participants had revealed that career was not something they had 
personally aspired to. Nevertheless, their capitals still mediated their career experiences.  
 
The data has reflected the importance of field where the individual actors played the game 
using their capitals to access labour market opportunities and engage in their career 
experiences in Australia.  In this study, the field also represented the site of struggles where 
some individuals encountered structural inequalities as they embarked on their Australian 
career experiences. These were visible in factors such as age, gender, ethnicity and lack of 
local working experience.  As revealed in Chapter 2, the historical background, most of the 
sample experienced types of structural constraints in both a colonial and later a post-
independent Kenya. From the perspective of these past experiences, there may be partial 
explanations of these dispositions that centred on spiritual values such as honesty, integrity 
and respect, achievement and the importance of education. These experiences, one could 
argue were those of a minority group, which had developed a distinctive habitus in Kenya.  
Perhaps these previous experiences had inured the participants to the different challenges 
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they were likely to face in Australia. Bourdieu’s metaphor of ‘fish in water’ is apt to the 
extent that their experiences as ‘subalterns’ in the British colonial context habituated these 
participants to settlement and acculturation in Australia as they engaged in their career 
experiences. This leads further to the role of the habitus, albeit not in the way Bourdieu had 
proposed it as a set of dispositions at the subconscious level and internalised through 
socialisation and past experiences. If a narrow view of habitus as operating at the 
subconscious level had been emphasised, then it might have been easier to accept the 
participant accounts characterised the experiences of colonisation and post-colonisation. 
The findings in this study are quite the opposite as the accounts articulated the human 
experience, responsibility and finding meaning in a post-modern world where change is a 
constant.  
 
The habitus as a relational concept is not divorced from the field any more than capitals are. 
In this study, habitus demonstrates the creativity of the participants as they strategized to 
overcome perceived structural challenges and still engage in careers. It also shows the 
participants not acting as ‘social dupes’ or even ‘cultural dopes’ at the whim of objective 
structures. The findings indicate participants as knowledge actors, rather than Bourdieu’s 
conception of habitus as dispositions through socialisation processes. These participants 
exercised their own creativity and judgement and in the process demonstrated qualities of 
resilience and self-efficacy as they interacted with the constraining effects of structures.   
 
Overall, in this study the Kenyan Asians appear to have had positive career experiences. 
However, the concept of career in modern industrial societies needs reassessment. The 
possession of cultural capitals in the form of qualifications and skills for many in the world of 
work is often devalued.  This notion of career is not the exclusive domain of skilled migrants 
either. The following Chapter concludes this study by revisiting the research aim. Theoretical 
and empirical contributions as well as suggestions for future research on careers of other 
skilled migrant groups using Bourdieu’s framework are also highlighted. In addition to 
suggesting areas for future research, there is a brief discussion on the viability of the 
methodology used in this study as well as an acknowledgement of the limitations of the 
current study. 
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 Concluding the study Chapter 8
8.1 Introduction 
 
This is the final Chapter and serves the purpose of articulating the study’s outcomes from 
exploring the experiences of thirty research participants. The thesis more broadly shows that 
the career experiences of skilled migrants in their new host nations are not always under the 
umbrella of a narrative of disadvantage pervading the literature on skilled migrants. Using 
Bourdieu’s concept of capitals demonstrates how the various forms of capitals can enable 
individual career experiences. The use of capitals as the conceptual tool was based on the 
present understanding from the literature. The concept of capitals offers a better alternative 
compared to the human capital theory for its narrow assumptions and methodological 
individualism.  It fails to take into account the totality of the skilled migrant experience.  
However, purely focusing on the concept of capitals belies the magnitude of the two other 
concepts, field and habitus that complete the triad of tools for analysis. As the study 
progressed, particularly analysis of the empirical data, the theoretical framework was 
expanded to include consideration of field and habitus to explain the complexity of the 
participant’s responses. Despite the lack of precision, definitions and operationalising the 
concepts, these are not a Gallic theorist’s conceit. Rather, a deep engagement with the 
concepts and some of Bourdieu’s theoretical underpinnings allow a researcher to paint a 
broader and more richly hued and textured canvas. 
 
The findings also highlight the importance of a particular historical context of the Kenyan 
Asians that enabled the accumulation of valuable capitals that would in the future enable 
successful access to Australia’s skilled migrant program. This historical context also revealed 
the existence of the ‘Other’ and later as the double ‘Other’ when they encountered 
challenges in their career experiences in Australia.  However, this was not to the extent that 
the participants played the role of victim marginalised by factors such as race, gender or lack 
of local working experience in Australia.  On the contrary, the participants showed resilience 
as they navigated around their career experiences in Australia. The findings also highlight the  
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undue emphasis on the concept of career in modern societies contending that it simply 
serves to entrench societal hierarchies.  
 
The Chapter provides theoretical and empirical contributions, significance and implications 
of this exploration.  Future research possibilities are identified and some reflection of the 
applicability of Bourdieu’s constructs of capitals, field and habitus including his views on the 
influence of colonialism and post-colonialism.  
 
8.2 Summary of the thesis 
 
In undertaking this investigation, three disparate but compatible strands of literature were 
integrated as an essential step in understanding skilled migrants, capitals and career and to 
provide the theoretical orientation. The first strand addressed the contemporary 
phenomenon of skilled migrants and showed the importance of this form of labour in OECD 
countries including Australia. As outlined in Chapter 2, there are historical antecedents 
behind the earlier movement by South Asians to Kenya. The participants in this study, as 
skilled migrants from a developing country, were motivated to come to Australia for a 
variety of reasons. Some of their accounts revealed the existence of structural constraints 
experienced in a post-independent Kenya. These included policies such as Africanisation and 
Kenyanisation. The participants who indicated they had been directly affected by these 
policies felt unable to pursue their career experiences in Kenya.  Historically, the Kenyan 
Asians were also subjected to the experience of the ‘Other’. Those participants who had 
experienced this did not want their children to grow up in a country where the colour of 
their skin determined access to employment and future career experiences. However, in this 
sample, three ex-Kenyans had arrived in Australia directly from Britain. Some of their 
accounts also revealed elements of ‘Othering’ directed at British citizens from 
Commonwealth countries that were once part of the British Empire.   
 
The second strand was concerned with an engagement with Bourdieu’s theoretical 
constructs that can be difficult to analyse. These challenges were detailed in Chapter 3. 
Bourdieu developed his concepts of capitals, field and habitus to explain social class, 
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hierarchy and advantage, not the phenomenon of skilled migrants or their career 
experiences. The concepts are also highly contested and a number of researchers have 
questioned the ambiguities and definitions associated with his constructs. Researchers who 
intend using these concepts as an explanatory framework need to be prepared for an ‘eye 
opening experience’ as alluded to by Özbilgin et al. (2005).   
 
Nevertheless, the concepts retain qualities of suppleness and malleability enabling an 
examination of the career experiences of the Kenyan Asians in this study.  However, in using 
the concepts, there were more layers of complexity.  The benefit in having engaged with the 
concepts was that it allowed an excavation of hidden seams within the literature. These 
seams encompassed other relevant Bourdieusian concepts. They involved a questioning why 
former colonial powers tend to stress the need for assimilation in contemporary contexts.  
However, as colonial masters the policy of racial separation was the norm in the former 
colonies.  Another seam was to think how collective action historically led to structural 
change in the former colonies but individual action is insufficient to address structural 
impediments experienced in the workplace and labour markets. The concept of field was 
used in Chapter 2 to frame the colonisation and post-colonisation context. As a ‘peg’ to 
understand the structural constraints experienced by the participants, field as a concept was 
re-introduced in Chapter 3.  A more comprehensive understanding of participant responses 
was enabled through the application of the construct of habitus.     
 
The third strand explored the notion of career and its evolution from an organisation bound 
construct to the point where newer models of career tend to be expressed metaphorically as 
boundaryless, portfolio and protean. As Chapter 5 revealed, the participants had their own 
views of what career meant to them and for some participants, self-employment was 
another model of career. In this study, the broader term career experiences was adopted 
and is similar to that of an evolving sequence of an individual’s work experiences over time 
(Arthur, and Khapova and Wilderom 2005). Following this definition, enabled a deeper 
understanding of the participant’s perceptions of employment, job, work and career. This 
approach then led to a more elevated discourse on the meanings attached to career as they 
shared their experiences. The Kenyan Asians interviewed in this study were seemingly at 
ease with this Western construct.  
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Al Ariss and Syed’s (2011) study based on thirty-nine qualitative interviews of skilled 
migrants of Lebanese origin migrating to France demonstrated how different forms of 
capital were employed to undertake this international mobility for career purposes. The 
study showed the value of capitals that offers a more holistic approach compared to the 
alternative human capital approach.  One highlight from this study is that capital utilisation 
by skilled migrants from ethnic minorities is an under-researched area and secondly that 
study offered an historical context for a more nuanced approach to understanding France, 
once a colonial power and Lebanon, a colony.   That study together with other qualitative 
research (Al Ariss 2013; Al Ariss et al. 2012; Al Ariss 2010) had the most influence on the 
design of this study because Bourdieu’s theoretical framework was utilised. Herizig’s (2006) 
study on the South Asians in Kenya was also influential as it draws on the framework of 
capitals to explain the experiences of this minority in Kenya. 
 
However, Al Ariss and Syed’s (2011) sample was composed of participants on student visas, 
internships, tourist visas or scholarships with no defined timeframe for their length of stay.  
These migrants effectively used their social, economic and cultural capital to navigate French 
immigration policies. The focus in this study is on Kenyan Asian skilled migrants who arrived 
as bona fide permanent settlers and met the requirements of the Australian Government’s 
skilled migrant program. The only exceptions were the international students arriving on 
student visas and one participant who arrived under a different visa category. It seemed 
sensible to be alert to the mobilisation of capitals being affected by context. 
 
An initial theoretical framing for this qualitative study was to understand the role of capitals 
and the mobilisation of these in the career experiences of the thirty Kenyan Asians. The 
concept of capital is one of the three conceptual tools in Bourdieu’s framework that has 
gained in academic popularity in the study of skilled migrants (Zikic 2015; Rodriguez and 
Scurry 2014; Ryan 2011; Nee and Sanders 2010).  However, relying on the concept of capitals 
alone proved to be insufficient for this study because it was not possible to explain the 
totality of the pre and post-migration experiences of the thirty participants. Nor could it 
explain the relationships, interactions and their particular responses to events as presented 
in Chapters 5 and 6. The later inclusion of field and habitus conveyed a more holistic and 
informed understanding of those career experiences. It also ensured the integrity of the 
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relational aspect of the conceptual framework as envisaged by Bourdieu and broadly 
consistent with the scholarship on skilled migrants (Fossland 2013; Tatli and Özbilgin 2012; 
Al Ariss et al. 2012; Al Ariss and Syed 2011).  
 
As highlighted in Chapter 1, engaging with the concepts of Bourdieu is tantamount to 
accepting an invitation for researchers not only to think with but also to go against Bourdieu. 
The motivation of the researcher was introduced in Chapter 1, noting that it was related to 
previous career counselling experiences coupled with a desire to seek through an empirical 
study how skilled migrants used their capitals. This interest was further sharpened because 
changes in modern day labour markets raises the prospect of restructures within 
organisations, all of which impact on people’s career experiences. Narrowing the scope of 
the study to a specific ethnic group of skilled migrants from a developing country with a 
shared British colonial past with Australia was the next step.  Chapter 2 presented this 
historical background of the chosen group under study and in particular their experience of 
the ‘Other’. This historical experience parallels events in Australia and the marginalisation 
and exclusion experienced by migrants. Following Bourdieu, the experience of colonisation 
and post-colonisation was termed as the field. A discussion of the theoretical perspectives 
on skilled migrants, capitals, field, habitus and career followed in Chapter 3.  As noted 
earlier, the concept of field was re-introduced to help frame the challenges skilled migrants 
experience in developed countries. Following Bourdieu, this was termed the ‘field of 
struggles’.  
 
In outlining the research methodology in Chapter 4, the use of a qualitative approach to 
ascertain the ‘lived’ experiences of the participants were discussed and then aligned to the 
research.  As there were no signposts in the body of literature on the career experiences of 
skilled migrant career experiences in Australia using Bourdieu’s conceptual framework, a 
qualitative approach based on semi-structured interviews was the most appropriate 
approach to help develop an understanding of the experiences of the Kenyan Asians.  
Conducting a pilot study demonstrated the importance of this approach in outcomes such as 
clarity in the questions as well as the opportunity for the researcher to reflect on her 
performance as a qualitative researcher.  
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The present study was to determine the use of capitals in career experiences. The iterative 
process of assembling and disassembling the data enabled thematic analysis and extraction 
of the key themes. Further iterations, analysis and reflecting on the themes led to the 
presentation of two empirical Chapters. Chapters 5 and 6 are grounded in the descriptive 
data that was gathered through the thirty semi-structured interviews. Specific data on 
motives to migrate in Chapter 5 provided explanations broadly supportive of Kenyan Asian 
experiences described in Chapter 2, the historical background.  Chapter 5 also provided data 
on participant perceptions of work, jobs, employment and career. The data displayed in 
Chapter 6 was indicative of the types of capitals possessed by this group and how some in 
the sample, accumulated further capital as a part of their career experiences. The data also 
revealed their responses to addressing barriers. Habitus was used to frame these responses 
but not in an inflexible manner that would have precluded independent agentic action to 
address those barriers or find creative ways of doing so. Chapter 7 focused on examining all 
the findings in the light of previous scholarship on skilled migration, capitals and career. The 
next section considers the theoretical insights argued in Chapter 7 relate to others’ research 
to reveal commonalities but also some significant divergences.  
 
8.3 Findings and relationship to the literature 
 
The investigation brought to light the importance of understanding the particular historical 
background of the Kenyan Asians. Just as the research by Al Ariss and Syed (2011), 
highlighted the importance of historical connections, this study showed the historical ties 
between Kenya and Britain were also relevant particularly when examined against the 
backdrop of Western domination (Philipson 2013; Fanon 2008; Wa’ Thiongo 1993). 
Following Bourdieu, the term field was applied to this historical background. For the skilled 
migrants in this study, learning the language of the coloniser as a form of embodied cultural 
capital together with exposure to a Western system of education as experienced in this field 
was beneficial for the participants. This finding runs counter to the conventional view that 
skilled migrants face barriers due to a lack of proficiency in English or speaking English with 
an accent (Almeida et al. 2015; Syed 2008; Hosoda and Stone-Romero 2010; Pio 2005). The 
majority of the participants in this study considered English as their first language. 
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The Kenyan Asian experience of the colonisation project can be framed around the concept 
of the ‘subaltern’ and the challenge posed to the legacy of colonialism, its effects on the 
colonised but more significantly, how colonial structures were reproduced in post-colonial 
societies (Spivak 1988). There is an element of negativity around the concept of ‘subaltern’ 
because it implies a level of oppression. This means that the practices of ‘Othering’ did not 
cease in a post-colonial Kenya.  The other relevant terms to frame colonial experiences using 
Bourdieu’s concepts are the ‘cultural sabir’ to describe the colonised positioned between 
two worlds including having to learn the language of the coloniser (Go 2013) and the 
‘hysteresis’ effect (Kerr and Robinson 2009). The latter implies a sense of displacement. 
However, the acquisition of embodied cultural capital in the form of the English language for 
the Kenyan Asians assumes a different slant. 
 
Erel (2010) suggests the word ‘treasure’ to describe broadly the value inherent in the various 
types of capitals possessed by skilled migrants. The analysis of experiences of Kenyan Asians 
showed that the colonisation project can support that experience as a ‘treasure’ that 
became part of a suite of valuable pre-migration capitals used as skilled migrants moving to 
English speaking Western nations. Combined with other capitals such as economic capital, 
there was a successful deployment of these to access Australia’s skilled migration program 
as well as engaging in individual career experiences in the new host nation. The participants 
used the strength of their embodied cultural capital especially the command over the English 
language to engage in their career experiences. This finding is broadly in line with 
researchers such as Breunig, Hasan and Salehin (2013) who suggest migrants from English 
speaking backgrounds do experience greater cultural proximity to Australian labour market 
institutions.   
 
The ‘lived’ experience of the ‘Other’ also emerged and for this study was interpreted as the 
types of barriers the Kenyan Asians encountered in the field in Kenya as explained in Chapter 
2. The participant accounts in Chapters 5 and 6 attested to some of those barriers also 
experienced in Australia.  As discussed in Chapter 2, these barriers in Kenya were somewhat 
different to those experienced in a multi-cultural Australia. In Australia there has been no 
Government policy stipulating jobs be filled only by Australian citizens from a particular 
monochromatic background. However, other types of barriers including ‘Othering’ 
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experiences were present and these influenced the career experiences for some of the 
participants.   
 
Bourdieu’s theoretical framework was the inspiration for Table 3.2 in Chapter 3 and aligned 
to the four forms of capital based on the studies by Al Ariss and Syed (2011) and Syed 
(2008).  The table was elaborated upon through the descriptors against each of the capitals 
as used by skilled migrants. For example, bursaries and scholarships were located as 
descriptors of economic capital. The researcher then added a third column to integrate the 
areas of tension that was an outcome from the review of the literature of the three 
concepts.  The phenomenon of skilled migrants was beyond Bourdieu’s purview. The third 
column focused on under-assessed areas such as the evolution of other forms of capitals.  
Capitals are the ‘treasures’ necessary for career experiences. The field represents the reality 
of the new host nation and is the site where the struggle for capitals takes place. The field 
for skilled migrants can include macro and meso level events with the capacity to influence 
career experiences. Consequently, capital mobilisation takes place on the field and the 
habitus has a role in orienting towards necessary actions. The under-researched areas 
include the nature of collectivist communities and the strength of embodied and 
institutionalised cultural capital that are an outcome of a distinctive historical experience. 
The experience of the ‘Other’ is another factor linked to the habitus.  Also under-researched 
has been the stress on learning and finding meaning in work activities that meld with paid 
and unpaid employment as well as careers.  
 
The experiences of some of the participants in this study are similar to findings of previous 
research on skilled migrants who also reported as having experienced structural inequalities 
in developed nations (Fernando and Cohen 2015; Fossland 2013; Ramboarison-Lalao, Al 
Ariss and Barth 2012; Junankar, Paul and Yasmeen 2010; Coates and Carr, 2005; Hawthorne 
1997). The caveat here is that the Kenyan Asians were recipients of particularly stringent 
Kenyan Government policies. Those experiences are quite different to Australian barriers 
such as the lack of local experience or not meeting Australian standards. Despite these 
barriers, the overall experiences of the Kenyan Asians in Australia still suggest that the 
decision to migrate as skilled migrants to Australia was both a positive and beneficial 
venture. 
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The collective and individual accounts of the participant views provided insights into the 
dispositions of a distinctive but non-homogenous ethnic minority. The concept of habitus 
and in particular the formation of a distinctive habitus was efficacious. This provided a useful 
theoretical lens through which the participant responses to those barriers could be better 
apprehended. The present study confirms the findings of a previous study on Zimbabwean 
skilled migrants in Britain and their distinctive habitus as an outcome of the colonial 
experience (Thondhlana, Madziva and McGrath 2016). A further theme highlights the 
experience of the ‘Other’ was not felt just by the majority Kenyan Africans but was also felt 
by other minority races in in host nations (McGarth, Madziva and Thondhlana 2014).  
 
Jenkins (1982) suggests habitus as defined by Bourdieu is deterministic. Bourdieu rejected 
the notion of social actors as conscious, rational beings (Inghilleri 2005). Thus, habitus in this 
study was defined as a tool for action rather than mere spontaneous reactions of individuals 
(Devine-Eller 2005; Friesen 2000). This was borne out by the participant accounts.  
Nevertheless, the study has shown habitus alone was inadequate in explaining particular 
qualities of resilience (Schoon and Byrner 2003) and self-efficacy (Pajares 1996). These 
qualities emerged from the participant accounts addressed in Chapter 6 as they related the 
types of workplace changes confronting them and their responses to these. Taken together, 
these results seem to suggest specific agency of the participants who were not responding 
as ‘social dupes’ amenable to being pushed around by objective structures (Duberley, 
Mallon and Cohen 2006). Nor were their actions indicative of being ‘cultural dopes’ (Sewell 
1992). 
 
Entrepreneurship as a form of social capital amongst ethnic migrant groups appears to be a 
well-established view (Katila and Wahlbeck 2012; Jones and Ram 2010). The reasons behind 
this include the lack of economic security (Elkan 1998; Kilby 1983). There is a suggestion it is 
a desire to evade discrimination in the labour market (Jones and Ram 2003). Another view is 
that it is a safeguard against unfavourable labour market conditions (Basu 1998). The 
findings from this study are at odds with that scholarship because the Kenyan Asians in this 
study did not use entrepreneurship as a mechanism to counter any inequalities in the labour 
market as part of their career experiences.  Consequently, the findings in this study are more 
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compatible with the suggestion that migrants do not engage in entrepreneurship in a bid to 
escape structural barriers in the labour market (Inal, Al Ariss and Forson 2013).  
 
The majority of participants in this study were qualified professionals who pursued their 
chosen careers even if there had been instances of difficulties in entering the Australian 
labour market. In fact, the efforts of those who later engaged in entrepreneurship led to an 
increase in the stocks of their economic capital. Some of these professionals successfully 
transitioned their institutionalised cultural capital as well as other capitals into other 
complementary fields. This particular result is somewhat different to a previous study of 
women scientists, which suggests ‘capital in one field may have little value in another’ 
(Duberley and Cohen 2010, p. 196). 
 
One participant in this study who arrived as a business migrant was also a business owner in 
Kenya and continued self-employment in Australia.  This suggests an extension of the legacy 
of entrepreneurship that had characterised many of the first generation of Asian migrants to 
Kenya, the ‘dukawallah’ or the alien entrepreneur as discussed in Chapter 2. However, it also 
showed the influence on habitus in the sense the father of that participant was one of those 
early ‘dukawallahs’ and encouraged his daughter to pursue the business path. Other 
participants who engaged in entrepreneurship did so later but after building their 
professional careers.  Some of them later relied on domestic capital in the form of spouses, 
siblings and in-laws as a part of their career experiences. Consequently, the evidence in 
relation to domestic capital amongst ethnic migrants is generally compatible with the 
studies by researchers such as Fernando and Cohen (2015) and Shah, Dwyer and Modood 
(2010). 
 
Previous studies on South Asians are suggestive of the propensity of this community to 
engage in entrepreneurship and use social capital to do so (Jones and Ram 2003: Janhuja-
Jivraj and Woods 2002). However, these studies do not explicitly state which Asian 
communities might be predisposed to engaging in commercial activity. In highlighting the 
lack of homogeneity amongst the Kenyan Asians, the findings show the particular 
communities drawn to self-employment. This study has demonstrated that it was 
participants self-identifying as Oshwal as the group most likely to engage in business 
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ownership. This was ingrained and an acceptable mechanism for work for them.  Further, 
self-employment imparted a sense of career rather than career achieved within an 
organisation setting. However, this study also revealed a few participants from other 
communities who also exercised this spirit of entrepreneurship. Their reasons for doing so 
were quite different and not related to the ingrained view espoused by members of the 
Oshwal community. Other than providing a new understanding on the rather outdated 
assumptions of treating ethnic groups as a single homogenous group based on the primary 
dimension of race, cultural background or ethnicity, caution should also be exercised 
because the South Asians are not homogenous and neither are they all engaged in 
commerce.  
 
The phenomenon of career is multifaceted and affected by a number of factors.  At a macro 
level, a factor pertinent in this study has been the influence of colonisation and the 
introduction of many Western concepts. Career is just one such example (Arulmani et al. 
2014). Although, the current study relied on a small sample of participants, there was a 
ready acceptance of the term ‘career’. An explanation of this is early socialisation 
experiences of growing up in a colonial Kenya with career-minded family members as well as 
the British system of education were contributing factors to accepting career. Kenya’s 
tripartite racial system meant there were inequalities amongst the races (Kristiansen and 
Reyn 2002; Mamdani 1996). To move past these inequalities, education and hard work were 
emphasised, albeit within the parameters of colonialism and later in a post-independent 
Kenya. This meant one’s birth did not determine what their career would be (Iellatchitch, 
Mayrhofer and Meyer 2003). Education and hard work were equally valued qualities 
amongst the Kenyan Asians (Herzig 2006).  These qualities regardless of class, family wealth 
or community would drive the pursuit of desired career experiences. Travelling overseas to 
study was a prized goal made possible through economic capital sourced from family or in 
the case of the Ismailis, through the resources of the community. When some of the 
participants in this study travelled to Britain and other Western nations, they further 
deepened these socialisation experiences in Western environments that would eventually 
prepare them for their career experiences in Australia.   
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Career tends to be associated with an organisation.  For the participants in this study, their 
individual career experiences were enabled within organisational settings. This evidence 
seems to echo the view of Clarke (2013) who claims organisational careers are not in decline 
but in need of some redefining. However, the finding in this study is at odds with the view 
that careers are not synonymous with jobs in organisations (Fadallah 2013).  It also differs 
from the other contemporary models of career such as protean and boundaryless as 
proposed by Parker, Arthur and Inkson (2004). Whilst the participants in this study may have 
worked for more than one employer in Australia, the preference was to stay in an 
organisation setting and continue with their career experiences. For some participants, this 
strategy resulted in further promotions with an opportunity to learn and grow within their 
professions until such time when events such as redundancy, retirement or resignation 
manifested in the employee lifecycle.   
 
There is one further aspect in this section. This relates to the nexus between those career 
experiences and capitals. Overall, the way these skilled migrants used their valorised capitals 
in their career experiences did not provide any evidence of a drift to low skilled employment 
(Nee and Sanders 2001) or the types of dark, dirty and dangerous jobs migrants tend to 
gravitate towards (Athukorala 2006). The majority of these participants did not engage in 
types of career experiences that proved to be a mismatch to their cultural capitals. There 
was no evidence to suggest a failure to initiate or further develop their career experiences in 
Australia.  Nevertheless, there were some participants not fully engaged in any aspirational 
visions of career. For them, career was all about a job or some form of paid employment and 
shows that career has various manifestations and open to cultural, economic or even 
psychological factors.    
 
The data from this study underscored the use of various forms of capitals deployed by the 
skilled migrants as part of their career experiences.  However, the accumulation of further 
cultural capital to enhance or improve career prospects was a strategy that did not always 
provide expected results for some of the participants. After all, even Bourdieu acknowledges 
investing in cultural capital or even social capital is risky (Holt 2008). However, this is not to 
suggest a diminishing of the achievements of the participants in this study. There were a 
number of instances of demonstrated returns for some participants who accumulated more 
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cultural capital through further study.  This had positive influences in relation to their career 
experiences.  Further, some participants used this combined with other capitals to navigate 
their way towards self-employment opportunities.     
 
8.4 Theoretical contribution 
 
Despite its contested nature, Bourdieu’s concept of capitals has wielded considerable 
influence in the study of skilled migrants. The use of the capitals framework arose as part of 
the critique of research that viewed skilled migrants as economic agents with the requisite 
skills and qualifications necessary to engage in their career experiences in new host 
economies. The research that relied on Bourdieu’s concept of capitals identified its utility in 
mobilising understanding of the experiences of skilled migrants because it offered more 
nuanced, differentiated and holistic explanations of the use of capitals in skilled migrants’ 
career experiences. The empirical findings from this study affirmed the analytical utility of 
Bourdieu’s capitals framework in research on skilled migrants as the framework affords an 
examination of how these capitals are deployed in career experiences.   
 
The distinctiveness and scope of Bourdieu’s concept of capitals relative to the concept of 
human capital informed the parameters for this study because it facilitated a more in-depth 
understanding of how these capitals influenced participants’ career experiences. Whilst 
there may be an overlap between Bourdieu’s concept of capitals relative to the neo-classical 
human capital approach and its narrow assumptions, these approaches are from different 
ontologies, relational versus atomistic. The distinctiveness of Bourdieu’s concept of capitals 
as expressed through this thesis demonstrates that the migrant experience is complex and 
nuanced. The narrative that emerged from the analysis of participants’ data indicated 
cultural capital was dominant for this group of participants. However, mediating factors such 
as socialisation in a dual culture environment, ethnicity, and the colonial and post-colonial 
experience, should not be overlooked. These factors played a role in the acquisition and 
deployment of cultural, social and economic capitals among a non-homogenous group of 
participants. Equally important, the findings from this study portray the complexity of 
interactions between capitals, field and habitus. These participants moved to a new social 
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field and were like the ‘fish in water’ and able to take the world for ‘granted’.  The new field 
in Australia was not an alien one but familiar because they already possessed the cultural 
capital evident in linguistic ability, requisite educational qualifications and a distinctive 
habitus. As active social agents, they willingly embraced new opportunities in Australia and 
‘played the game’. Despite the drawbacks associated with capital, field and habitus, this 
study supports the view that these concepts are not blunt instruments but proved to be 
useful analytical tools in providing a comprehensive understanding and analysis of how 
career experiences were shaped and re-shaped among this group of participants. Therefore, 
theoretical robustness and analytical coherence in social research arises from the 
combination of capitals, field and habitus as it enables a description and analysis of the 
career experiences of a group of skilled migrants. 
 
However, this study departed from that research that is supportive of the use of Bourdieu to 
develop and enrich the study of skilled migrants’ career experiences in three ways. The first 
point of departure is that the presumption of disadvantage for skilled migrants that tends to 
characterise some scholarship should not be automatic. Skilled migrants encounter complex 
and diverse challenges at macro and meso levels where their capitals can be devalued 
through institutional and social processes. This study challenges this narrative of 
disadvantage because the value of capital possessed by skilled migrants is similar if not equal 
to what the host country’s labour market requires. Capitals formed in colonial and post-
colonial environments can prove to be very advantageous even though those contexts were 
in many ways negative for the skilled migrants with lived experiences of colonialism and 
post-colonialism. The voices of the subalterns can reveal a multiplicity of strategies in how 
capitals can be deployed to overcome structural inequalities.  
 
The second point of departure is that insights drawn from the use of capitals are enhanced 
by taking into account the concepts of field and habitus. These additional concepts have 
proved to be equally complementary in understanding the career experiences of a skilled 
migrant group. The research undertaken here serves as platform for future studies of skilled 
migrant career experiences incorporating all three analytical concepts, capitals, field and 
habitus. That would be a worthwhile exercise because of the changing dynamics of labour 
markets. A number of factors have had an impact on work or employment in the twenty-first 
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century. Individuals lack the stability that characterised employment in the previous decades 
when there was an expectation that employment was ongoing and that it was possible to 
progress in chosen career paths. That pact between employers and employees is under 
increasing strain. It is in this context where the analytical framework of capitals, field and 
habitus is capable of addressing this complexity.  
 
The third point of departure was from Bourdieu’s emphasis of habitus as embodied cultural 
capital and dispositions that lead to pre-determined and conditioned responses by agents. 
As an intervention, the habitus was reframed using Devine-Eller’s (2005) approach of 
understanding habitus as the actions people take.  In taking a different perspective there is 
also a challenge to Hey’s (2003) view that researchers tend to apply habitus as ‘intellectual 
hairspray.’ This divergence also extends the knowledge around habitus because it can serve 
as a further base to understand skilled migrants’ responses. This study has revealed that 
skilled migrant responses should include a consideration of resilience and self-efficacy not 
only as an avenue of responding to the barriers in the field of struggles but also the 
importance of these qualities in individual career experiences unfolding in the twenty-first 
century.  
 
The extension around the concept of habitus has framed a contribution in relation to the 
concept of the ‘Other’. Bourdieu’s early work in Algeria laid the foundation for a 
consideration in this study of colonialism and post-colonialism with respect to racial 
domination, marginalisation of minorities and the exercise of power. Including this colonial 
and post-colonial dimension has allowed the researcher to step beyond partial knowledge of 
the phenomenon under study and gain specific insights of those experiences.  It facilitates an 
understanding of the formation of capitals by the once colonised; capitals that would later 
prove invaluable for skilled migrants from developing countries. In positioning the colonial 
and post-colonial experiences of skilled migrants as the field, this study provides for the first 
time data that considers the impact of the experience of the ‘Other’ in Kenya through to the 
notion of the experiences of the ‘double Other’ in Australia. Some of the participants were 
unable to progress their careers in Kenya because of structural constraints such as 
Africanisation policies. Viewing participant experiences in the host nation alone does not 
allow for a consideration of events and circumstances affecting career experiences in the 
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country of origin. Those initial experiences in Kenya including the pejorative label ‘Wahindi’ 
applied to the Kenyan Asians may have not only contributed to the quality of resilience but 
also influenced how they responded to impediments in Australia as they engaged in their 
career experiences.  
 
In this study, the quality of resilience was displayed when the participants encountered 
different ‘Othering’ processes in Australia in relation to their career experiences. This 
contribution has the potential to open space for new theoretical arguments around the 
concept of the ‘Other’ because the findings suggest the importance of understanding the 
multitude of agentic responses to barriers experienced in advanced labour markets and the 
role of early influences.  It also calls into question whether capitals are enough to 
understand skilled migrant career experiences. This aspect also underscores the importance 
of considering transnational contexts of skilled migration (Parutis 2014; Erel 2010; Kelly and 
Lusis 2006). A new insight from this study shows migration paths need not always be directly 
from the country of origin because in this study, some participants had left Kenya much 
earlier and settled in other developed nations such as Britain. They engaged in career 
experiences and accumulated more valorised cultural capital prior to migrating to Australia.  
Two out of the three participants who arrived from Britain had confirmed employment 
offers prior to their arrival.  Consequently, more than one transnational context should be a 
factor rather than the assumption that skilled migrants have experiences gained in only one 
country prior to migration. The career experiences gained in different transnational contexts 
can deepen the value of skilled migrant capitals. 
 
This study has responded to the suggestion that studies on skilled migrants from developing 
countries is an area often overlooked in research (Al Ariss and Syed 2011). The participants 
in the current study are from a developing country with the embodied cultural capital in the 
form of the English language and institutionalised cultural capital that facilitated the 
migration process.  These capitals also laid the foundations for further career experiences in 
the new host nation. Whilst there are historical antecedents to explain the possession of 
English, what is distinctive, however, is these participants were multi-lingual and the 
majority considered English as their first language.  These findings enhance knowledge about 
the value of certain types of valorised capitals skilled migrants need to possess to enable 
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them to successfully engage in their career experiences in a new nation. Overall, this can 
lead to further elevating the debate around the construct of capitals generally and the role 
of other types of capital as well as factors such as personal attitudes displayed by skilled 
migrants. 
 
This study has identified an ambiguity in the literature in relation to bonding social capital.  
Putnam (2000) emphasises bonding capital as providing social cohesion within community 
networks.  This is the first study that reports on the role played by a particular Kenyan Asian 
community, the Ismailis.  It is a community with global connections and highlights the role of 
this community in the acquisition of institutionalised cultural capital. It provides another 
dimension to social capital. However, the experiences of the participants also showed this 
bonding capital was not a prerequisite to career experiences. Bridging capital was also a vital 
factor amongst the participants but not the extent it was critical to their career experiences.  
This finding could lead to questioning the research that continues to stress the importance 
of bonding and bridging capital for skilled migrants and their career experiences.   In the next 
Section, the applicability of the theoretical framework as used in this study is presented as a 
subset of the theoretical contributions. 
 
8.4.1 Applicability of the theoretical framework to the research context 
 
This research was conducted in the context of a small community of skilled migrants in 
Australia. Bourdieu’s framework was used as the theoretical lens for possible points of 
articulation between capitals and the career experiences of the Kenyan Asians.  In this study, 
there were significant difficulties in traversing this highly contested framework of capitals as 
well as the concepts of field and habitus, the latter two used as the findings from the data 
became more apparent. These difficulties related to definitional, quantification and 
measurement issues particularly around capitals and habitus. Detractors of Bourdieu’s 
theoretical frameworks (Desan 2013; Hey 2003; Sullivan 2002; Jenkins 1982) have already 
remarked on some of the issues surrounding the concepts.  However, there was no intent or 
purpose in this study to defend Bourdieu or to advocate his concepts are the only useful 
concepts to explain skilled migrants’ career experiences.  Nevertheless, the concepts have 
provided a differentiated understanding of career experiences in this research context. This 
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is in part due to an acceptance of Bourdieu’s ontological and epistemological stance.  This 
requires a malleable application of the conceptual framework because there is an element 
of elasticity in the concept of capitals. Had this pliability not existed, it might have been 
doubtful if later scholars such as Putnam (2000) were able to expand on the concept of 
social capital to introduce bonding and bridging capital or the introduction of domestic 
capital amongst ethnics (Fernando and Cohen 2015; Shah, Dwyer and Modood 2010). In this 
study, there is sufficient evidence the Kenyan Asians possessed bridging, bonding and 
domestic capitals and some participants were able to deploy these are part of their career 
experiences.  
 
Mayrhofer et al. (2004), suggest that in the study of career, it is useful to include all three 
concepts. Swartz (2008, p. 45) argues that it is ‘rare to find all three of Bourdieu’s master 
concepts…incorporated into a single study’. The current study, though initially predicated on 
the concept of capitals, has shown the inclusion of all three concepts has been a most 
productive approach. It has led to a more holistic understanding of skilled migrants’ career 
experiences because it has highlighted the role of field and habitus together with the 
deployment of capitals at a relational level.  The interplay between the three concepts is 
core to Bourdieu’s way of thought and has the potential for understanding and building a 
more coherent narrative of career experiences in a world that is dynamic and fast paced.  
 
Plainly, Bourdieu was not theorising about labour markets and the phenomenon of skilled 
migrant careers in Western industrialised nations. However, he did consider inequality in the 
field as inherent because all the players are using their capitals to compete for access and an 
expansion of stocks of capital. The concept of field has also proven to be another useful peg 
to position structural impediments and the impact these have on world of work and career. 
However, it seems as if the onus is still on the individual career actor to adapt and evolve in 
response to these structural impediments. Though there is comprehensive employment 
legislation in Australia making it illegal to establish impediments related to the background 
of applicants, it appears as if more collective action is required to address these barriers.  
Even though Swartz (2008) expresses the view of the utility of the three master concepts in 
organisational studies, there is support for all three in this study. In sum, the conceptual 
framework of capitals, field and habitus, though challenging has proved to be a rewarding 
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experience. In this study, there is one other aspect that has resonated very deeply and is 
related to Bourdieu’s views on colonialism and post-colonialism. Choosing a skilled migrant 
minority from a former colony of Britain provided deep insights into how colonialism 
marginalised society according to race, a consequence that was reproduced in post-colonial 
Kenya. Yet, the Kenyan Asians did not assume the role of ‘cultural sabir’. They were not 
caught between two worlds to the point where they experienced ‘hysteresis’ or the 
displacement effect. Rather, their experiences show an ability to transcend the ambiguities 
and hegemonies of colonial and post-colonial society. They remained forward and outward 
looking maintaining the balance between the Western way of life and their own cultural 
traditions and beliefs. 
 
8.5 Empirical contribution 
 
As highlighted in Chapter 1, based on the researcher’s own career counselling experiences in 
Australia, in the stories of skilled migrants, some very highly qualified, experienced a 
termination of their careers resulting from events at the macro and meso levels. Three key 
groups may find the information from this study as beneficial. At the macro level, the first 
group is the Australian Government. For a country like Australia that needs educated, 
trained and mobile skilled migrants, these individuals are drivers of economic growth in host 
nations and represent competitive advantage for organisations (Rajendran, Farquharson and 
Hawege 2017). On a cautionary note, this does not mean the domestic workforce is not 
equal in contributing to competitive advantage or is in any way immune to their career 
experiences being curtailed by the same macro and meso level events.   
 
The first suggestion is for the Australian migration authorities to be more transparent and 
consider the inclusion of types of labour market challenges including employer prejudices 
potential skilled migrants are likely to experience despite having satisfied the points system.  
Glossy promotional materials extolling the virtues of a multi-cultural society that Australia is 
famous for conceals the reality of being a new migrant in Australia, masking the anti-
migration sentiment as well as other structural impediments. Chapter 2 outlined some of 
these contextual issues. This information, if provided at the point of origin may enable them 
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to understand how their career experiences may be affected as skilled migrants in Australia.  
Skilled migrants themselves should also gain as much knowledge as they can independently 
to validate their institutionalised cultural capital in accordance with Australian standards.  
Gaps can then be identified by the skilled migrant and strategies developed to address 
these.  
 
This could result in better preparation for the challenges or may lead some potential 
applicants to re-evaluate their decision to migrate to Australia.  One possible outcome of this 
would be a reduced emphasis on the popular narrative of disadvantage associated with 
skilled migrants generally as well as far fewer stories from participants expressing 
disillusionment and regret. However, the existence of barriers and an acknowledgement of 
at times vocal anti-immigration sentiment should not deter skilled migrants from choosing 
Australia.  In the ‘war for talent’, Australia still needs and welcomes all skilled migrants. The 
events of the recent past indicate skilled migrants in other Western developed nations also 
face similar challenges. 
 
The second suggestion at the meso level involves those professionals responsible for people 
management, learning and development and diversity initiatives. There are implications too 
for human resource management in organisations with regard to the psychological contract 
(Emirbayer and Johnson 2008). The professionals need to understand the challenges skilled 
migrants face in new work environments as they seek to engage in their career experiences 
in the new host nation. These professionals need to support and recognise the wealth of 
knowledge and experience skilled migrants bring and look for ways to help overcome 
workplace barriers. In particular, these professionals need to find a stronger ‘voice’ speaking 
up for equality of access to opportunities for all employees and to reframe their policies to 
eradicate stereotypes associated with age, gender and ethnicity. Whilst diversity initiatives 
are to be applauded, there is no point in seeing these as a ‘nice to have’ or satisfy the 
shareholders of the company their investment hinges on commercial gain alone. There 
needs to be a stronger demonstration of an ethical responsibility to people and to value 
experience gained overseas as well as local experience. 
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The third suggestion, also at the meso level is for professional career support organisations 
and career counsellors. This form of assistance is in preparing all employees including skilled 
migrants in the value of being adaptable and flexible in their approaches to their career 
experiences. This group should also emphasise the benefits of building social capital, more 
specifically bridging capital and volunteering as a way of accessing what are increasingly 
limited opportunities in the marketplace.  This may lead to an emphasis on the newer types 
of career models rather than the traditional one that is associated with career in an 
organisation. Further advice could also be in the form of accepting the life cycle of career 
and a logical end to this.    
 
However, the current study would not accept Lindh and Dahlin’s (2000) view that career 
counsellors need to understand a person’s habitus to the extent that it allows the counsellor 
to grasp the boundaries beyond which a client may not go. This is a delimiting approach to 
understanding habitus.  It is more about seizing every opportunity presented and accepting 
that it is possible to challenge structures even though at an individual level, these may prove 
to be immutable.  Career counsellors would need to encourage independent thinking rather 
than accepting dispositions to act in predetermined ways.  When discussing Kenya’s 
historical past, collective action by the ‘Other’ led a challenge to the colonial masters and 
resulted in independence. This may suggest that it will take a form of collective action to 
effect this sort of change in labour markets and careers generally. However, the insights 
from this study show how these participants demonstrated their refusal to let any negative 
events experienced in Kenya or even in Australia define them. They were active players in 
the game as they engaged in their career experiences in the Australian setting. It would be 
important for each of the three groups mentioned above to investigate for themselves and 
then determine if the ideas presented here can shape their policies and practice.   
 
8.6 Methodology and limitations 
 
As was mentioned in Chapter 4, the methodological approach would be re-considered in the 
final Chapter in the light of the contribution of this study. The constructivist/ interpretive 
paradigm guided this study. The qualitative methodology using in-depth semi-structured 
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interviewing captured a wide variety of diverse experiences. The pilot study established the 
value of the semi-structured interviews. The interview process was a very profitable 
approach and it presented an opportunity for the participants to reflect on their own 
individual experiences with some stating they had enjoyed the interview process.   
 
The approach taken in this study was appropriate because it enabled the participants’ voices 
to be heard when they recounted their ‘lived experiences’. The various forms of structural 
impediments and the experience of the ‘Other’ would not have been possible to ascertain 
had this study relied on the positivist or even a post-positivist paradigm. Before assessing 
the implications of this study, it is also important to understand the limitations. 
 
Whilst the study contributed to the field of knowledge, it was limited by the size of the 
sample in this study. Notwithstanding this relatively limited sample, valuable insights have 
been offered that demonstrate a combination of capitals mobilised by the participants in 
their career experiences. Further, there has been an emergence of a particular habitus 
forged as an outcome of previous colonial and post-colonial experiences. The heterogeneous 
cultural backgrounds and unique experiences of each participant, as well as the year of 
arrival and point of origin may have also affected the results but the goal in this qualitative 
research was not to undertake generalisation beyond the sample to the population 
(Onwuegbuzie and Leech 2007). Even though the study was not designed to measure 
capitals, the participant accounts were the ideal mix that yielded both rich, thick data (Fusch 
and Ness, 2015; Dibley 2011).  
   
Another shortcoming is the possibility of bias present from the outset as the researcher is 
from a similar ethnic background with ‘lived experience’ of the Africanisation policy in 
Kenya. Whilst this may have given certain advantages as the ‘insider’, it was possible to 
avoid the ‘sin’ of non-reflexivity (Maton 2003) including a ‘self-fascinated observation’ 
(Everett 2002). This was made possible by critically examining the researcher’s own multiple 
identities (Gunasakera 2007). Taking these steps ensured the data was not shaped by the 
researcher’s personal experiences. These are the stories of the participants portrayed not as 
victims but as individuals with their own ‘lived experience’ and an acknowledgment of their 
challenges.   
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Another limitation is the lack of triangulation as a way of validating and corroborating 
evidence from multiple sources (Creswell and Miller 2000).  Using multiple resources can 
potentially reduce bias and enhance validity (Blaikie 1991). The benefit from triangulation 
would have been convergence and a single coherent explanation would have been an 
outcome (Mathison 1988). However, Blaikie (1991) does question the use of triangulation in 
social science research. Triangulation in this study could have resulted in a lack of 
convergence, inconsistencies and contradictions. This is because data was gathered from a 
group of thirty Kenyan Asians from diverse backgrounds and occupations and these resulted 
in very different accounts of their career experiences.  Further, some participants in this 
study did not even subscribe to the notion of career.  The lack of conventional methods of 
‘triangulation’ in this study still allowed a full and rich picture of their self-reported ‘lived’ 
experiences. Consequently, the approach in this study is more along the lines of 
‘crystallisation’ resulting in thick and complex interpretation (Denzin 2012). It has firmly 
placed the responsibility on the researcher for structuring credible explanations of the 
phenomena (Mathison 1988).   
 
Future researchers may consider gathering data from career counsellors or advisors with 
experience in skilled migrants as clients. Such a study could also obtain those perspectives 
especially on the significance of cultural capital and their views on the concept of career 
more broadly.  Additional data could also involve people management professionals familiar 
with the vagaries of the labour market as well as input from learning and development 
professionals. The involvement of these professionals in future studies may add more 
dimensions to similar studies contributing to more alternative perspectives of understanding 
skilled migrants and their careers. Finally, the current study has only examined the career 
experiences of skilled migrants using Bourdieu’s conceptual framework.  It is highly likely 
using a different conceptual framework would have produced different interpretations using 
the same data. Upon reflection, the overall research design and framing of the research 
question remains consistent with Bourdieu’s concept of capitals, which see individuals as 
agents and not ‘cultural dopes’ (Sewell 1992).  The narratives that emerged demonstrated 
the use of capitals in their career outcomes, including where these capitals became deficits 
as a result of factors occurring at the meso level. 
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8.7 Implications and significance 
 
To the best of the researcher’s knowledge, there has been no empirical research in Australia 
examining the career experiences of a skilled migrant minority from a developing country 
and one, which relies on Bourdieu’s conceptual framework to frame those career 
experiences in a holistic way. That includes a consideration of the individual in multi-level 
contexts.  In the current study, the use of Bourdieu has been wholly within the context of 
skilled migrants career experiences. Notwithstanding, the critique and controversy in 
relation to all three of his concepts, there is still some substance that can prove useful in 
empirical studies.   
 
His views on structural inequalities as part of the colonial and post- colonial project helped in 
framing the Kenyan Asians acquisition and use of their cultural and other capitals to address 
those inequalities. These capitals would later prove to be valuable in access to Australia’s 
skilled migration program and ensuing career experiences in Australia. The notion of habitus 
has proved useful as the initial step to understand the effects of primary and secondary 
socialisation on dispositions.  Questioning the rigidity of the concept of habitus enabled a 
better understanding of thinking on the part of the agents who creatively addressed barriers 
and displayed the types of qualities useful in career experiences.  
 
Despite its exploratory nature, the study has made an original contribution to the literature 
by clearly demonstrating the benefits of combining three disparate but compatible strands 
of literature. There is scope for gaining benefits in the synthesis between skilled migration, 
Bourdieu’s concepts and career notwithstanding the lack of precise definitions applicable 
across all three strands. It has resulted in a more nuanced view of the career experiences of 
skilled migrants.  The historical aspect of the Kenyan Asians led to a better understanding of 
the possession of capitals and an appreciation of their experiences as the ‘Other’ and how 
these experiences may have prepared them for challenges in Australia where there are 
instances of ‘double Othering’.  
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The use of the interpretative paradigm to examine the experiences of skilled migrants has 
potentially highlighted some aspects of Australia’s migration policy emphasis on 
institutionalised and embodied cultural capital for skilled migrants. It can lead to questioning 
if the emphasis on capitals is too narrow relative to the importance of other kinds of capitals 
implicated in the career experiences of skilled migrants. Further, in confirming that skilled 
migrants do face structural impediments in the new host nation, the present findings may be 
a useful aid for policy makers to re-evaluate the types of information given to potential 
skilled migrants. However, some insights have been gained regarding the importance of 
agentic action in negotiating around those structural inequalities and in a manner that 
displayed the qualities of resilience and self-efficacy of a group of skilled migrants.  
 
The study has gone some way in enhancing understanding on the preponderant role of 
economic capital and the obsession with career, a concept that appears to be essential in 
modern capitalist societies. The world of work is increasingly dynamic and life in modern 
societies means the economic system leads to an overwhelming emphasis on the 
accumulation of economic capital at all costs. This has implications for the balance between 
aspirational notions of career and the emphasis on work and earning a living. There is a 
further need to question the utility of cultural capital and whether the investment made in 
this will necessarily produce desired labour market and anticipated career experiences.  In 
addition, if these investments lead to enlarging the individual’s stock of economic capital as 
well as nurturing other forms of capitals to progress. This study has revealed instances 
where the participants in this study underwent ‘pembea kazi’ or career seesaw like events 
irrespective of the cultural capitals they possessed, had accumulated through further study 
or even relied on other forms of capitals.   
 
Bourdieu’s concepts highlight the competition between agents that takes place in the field 
when agents attempt to secure a favourable place in that field. The distribution of capitals or 
resources is not equal in society.  However, the struggle for attaining the best position in the 
field appears to be related to a possession of economic capital. It remains the most 
measurable and the easiest to convert form of capital with the capacity to combine with 
other forms of capital. The findings of this study have important implications for career and 
in particular, where career is a nostrum. Arguably, sheer economics and increasing economic 
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capitals is what work and careers is all about. The notion of career can just be an idealised 
outcome of the economic necessity of work. An emphasis on employability might be more 
appropriate because structural barriers and ideologies will continue to mediate the world of 
work.    
 
Consequently, career is a ‘parasitic metaphor’ (Ortony 1975). It feeds off the hopes and 
aspirations of individuals and masks the reality of immutable structural challenges 
experienced in the field of work and employment, all of which constitute career experiences.  
Individuals have their own interpretations of career and attach a multiplicity of meanings to 
this metaphor. The contemporary discourse around career represents aspiration rather than 
work or jobs or focusing on gaining economic capital.  In comparison to careers, work and 
jobs appear as deflated terms. 
 
An even deeper question is if career plays a divisive role in society where social status can be 
determined by the perception of career. If the concept of career has expanded from the 
traditional definition of doctors and lawyers to encompass the farmer and the secretary 
(Louis 1980), there is a need to question the esteem society holds for certain professions 
over and above others. There is a widespread acceptance of political, academic, teaching 
careers but there does not seem to be the same level of esteem and acceptance with regard 
to career as a labourer, cleaner or farmworker. Career used in this way just serves to 
reproduce hierarchies in society and it denies the potential of diversity becoming just 
another commodity to be exploited to fuel people’s aspirations. It could result in the 
production of further inequalities in society because not all members of society gain through 
career.    
 
One course of action to resolving this would be for a spirited debate on this concept 
especially in the current world of work where the casualisation of the workforce and the 
creation of a precariat have strong implications for those aspiring to some career. The field 
has many structural inequalities and people continue to be displaced by rapid technological 
and social changes. In addition, there are life events that remain beyond the control of 
individuals so at some point career does end. An initial step forward, if the concept of career 
is to endure, then perhaps it needs to be accepted that career is a staged process in an 
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individual’s life span. Added to this would be post-modern constructivist explanations to 
include time and space as necessary dimensions. In this way, the relational aspect of 
Bourdieu’s concepts also proves useful because there is a broader context encompassing 
relationships.   
 
8.8 Future research 
 
This research has raised a number of areas worth further investigation. For example, this 
study can serve as a base for future studies, contextualised to time and place to test the 
conceptual framework of Bourdieu in either careers or other facets of the experiences of 
skilled migrants from other developing nations. The findings could be validated by a larger 
sample size and the use of objective standards. However, there are two areas of caution.  
One is that due care should be taken in exploring the experiences of any migrant community 
and avoid making assumptions on the homogeneity of particular ethnic groups. The second 
area relates to the use of Bourdieu’s three concepts. Researchers may need to work within 
the scope allowed for publication and may not use all three concepts. Deep consideration 
should be given to the inclusion of field and habitus and how these mediate capitals. 
 
A natural progression of this study would be examining the career experiences of the 
children of these skilled migrants.  Born in Australia or those who arrived as young children 
from Kenya, the next generation of Kenyan Asians, unlike their parents were not subjected 
to the negativities of being a ‘Wahindi’ in Kenya. All their socialisation experiences including 
acquisition of embodied and cultural capital have been in Australia. The expectation is that 
they are the best exemplars of ‘fish in water’. The experiences of the second generation of 
Kenyan Asians in Australia may also indicate if there were any differences in the experience 
of structural inequalities in comparison to the first generation.  
 
More broadly, further research on particular facets of a skilled migrants’ career such as 
career development and career success rather than the broader definition of career 
experiences as adopted in this study is also recommended. Such studies may elucidate 
further on the utility of career in a post-modern context where advances in technology have 
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introduced automated workforces such as robots and artificial intelligence, capable of 
replacing people. 
 
More broadly, research on the Indian or South Asian diaspora living in other parts of the 
world could be another fertile ground for research. Historically, not all Indians migrated to 
developed nations. For example, many Indians migrated to the West Indies and Thailand. 
Thailand, for example, was never colonised, yet skilled migrants were motivated to settle in 
a country where the language and customs would have been quite alien akin to the 
‘hysteresis’ or ‘fish out of water’ effect. The questions could be around their career 
experiences, the role of capitals and a very distinctive habitus.  Such a study could also shed 
some light as to why the narrative of disadvantage is only associated with former Western 
colonial powers. This study may yield some interesting results. 
 
As a final point, Bourdieu’s original framework offered an alternative explanation of social 
class, social hierarchy, advantage and inequalities in society because capitals in society tend 
to be unevenly distributed. Though this aspect was beyond the scope of this study, a 
potential topic area could assess if the social status of this group in Australia changed and 
whether their capitals facilitated class mobility in Australia. 
 
8.9 Final reflections 
 
This study has explored the career experiences of thirty Kenyan Asians in Australia through 
the conceptual tools proposed by Bourdieu. The current study was qualitative in nature that 
investigated individual experiences. There is evidence to support the idea that the 
participants deployed a combination of capitals in their career experiences. This was 
applicable to both women and men with different backgrounds and across a range of 
professions. An interesting theme that emerged was the construction of stable ongoing 
career experiences gained within organisations rather than the newer models of career such 
as boundaryless or portfolio.  
 
254 
In the unfolding of their career experiences, some were susceptible to certain structural 
inequalities in the field including the experience of the ‘Other’. These experiences in 
Australia were not quite comparable to the experience of the ‘Wahindi’ in Kenya but did 
include instances of inequalities based on age, gender, ethnicity, religion as well as a lack of 
local experience. Thus, there is an element of the ‘double Other’. Based on this evidence, the 
value of cultural capital for skilled migrants remains questionable. Therefore, the study only 
partially substantiated the idea that investing in any cultural capital does not mean there will 
be a return on that investment (Holt 2008). 
 
However, what remained distinctive amongst this group were their responses and strategies 
around these barriers and their attempts to dissolve these instances of adversity. This study 
revealed the strength of their responses and the qualities of resilience and self-efficacy to 
meet those challenges.  Their spiritual connections, a strong cultural identity and values may 
have sustained some of these participants.  Irrespective of the challenges experienced, there 
was no regret expressed by the participants in the choice made to migrate to Australia and 
the decision to stay.  This is perfectly understandable when viewed against the backdrop of 
their motives to leave Kenya. The ‘myth of return’ to Kenya for these participants was and 
still is a ‘myth’, yet a certain fondness for Kenya remains amongst some participants.  
 
Upon reflection of the accounts of the participants, there is a wealth of evidence worth 
celebrating because these were not the narratives of ‘dupes’ who were diminished or 
marginalised by their class, race, age, gender or ethnicity. Neither did they wear the badge 
of the ‘Other’ in feeling victimised. These participants were positive and displayed resilience, 
self-efficacy and were not averse to embracing the richness of their own cultural heritage.  
 
In privileging Bourdieu’s theoretical framework, the researcher was not on any quest to 
diminish the scholarship questioning his concepts. Notwithstanding the contested areas of 
tension within Bourdieu’s work, the results do validate the applicability of capitals in 
examining the career experiences of skilled migrants.  The study has answered the research 
question and in the process revealed the importance of using capitals together with habitus 
and field.  In a more sustained reflection, it is evident that Bourdieu’s framework for 
understanding the fluidity within any given society illuminates the complexity of social 
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relations and the activities of individuals through this social space or the field.  Individuals 
are the bearers of these capitals and use these for advantage in a field. The habitus or the 
dispositions of the individuals determine how they will negotiate, compete or collaborate in 
the field. Using Bourdieu has unearthed his other concept such as ‘cultural sabir,’ applicable 
to a skilled migrant ethnic minority.  However, there is also improved knowledge about the 
Kenyan Asians including the importance of their social capital especially bonding capital. The 
study highlighted the differences amongst the communities and their adherence to their 
own culture, values and beliefs delicately balanced with embracing a multi-cultural Australia.  
 
There are lessons here for career counsellors and human resource professionals working 
with clients or employees with diverse backgrounds. There needs to be a sharper focus on 
valuing diversity and ensuring policies and practices of organisations and other ‘gatekeepers’ 
move past considering people as disposable assets. The emphasis needs to be on treating 
people with the dignity and respect they deserve as fellow humans. The individuals as skilled 
migrants in this study demonstrated the potential to offer much more beyond the world of 
work to the Australian nation as well. As was reported previously, the Australian 
Government acknowledged two participants with national honours in recognition of their 
service to community. These types of achievements do bode well for Australia’s future 
skilled migration intakes. The ‘subalterns’ in this study, never needed any permission to 
speak. 
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Participant Information Sheet  
 
Project Title: ‘Pembea Kazi’? (career seesaw?): The use of capitals in the career experiences of 
skilled Kenyan migrants in Australia. 
 
 
Project Summary:  
 
The proposed research examines the career experiences of skilled migrants of South Asian origin 
from Kenya and an in-depth exploration of how they deployed their economic, social and cultural 
capitals in pursuit of their career aims in Australia. Skilled migrants generally are noted for their usage 
of different resources or capitals in integration in the host country.  The seesaw in relation to career in 
this study denotes the changing nature of career over time and context. This study explores the extent 
of usage of resources or capitals by this group of skilled migrants of South Asian origin from Kenya 
and the role of these in their specific career experiences in Australia. Economic capital has been 
defined as any form of monetary assistance such as scholarships and bursaries as well as any 
financial support given by family and friends.  It can also include a persons own financial assets.  
Social capital refers to a person’s professional and educational networks, friends as well as family 
support.  Cultural capital denotes academic qualifications and skills.  It can also include one’s prior 
knowledge of the culture of Australia. The focus of my research is careers of Kenyan skilled migrants 
and the relationship with the usage of various forms of capital to support these careers. You are 
invited to participate in a research study being conducted by Khalida Malik, HDR candidate in the 
School of Business under the Supervision of Associate Professor Meg Smith, Principal Supervisor and 
Dr Terri Mylett, Co-Supervisor. 
 
 
What will I be asked to do? 
Participate in a semi structured face to face interview or in a phone interview. You will need to provide 
your written consent to participating in the interview as well as written consent to audio recording.  
Apart from some demographic questions, you will be asked open-ended questions covering pre and 
post migration experiences, employment and career experiences in Australia.  Concluding questions 
will ask about any further information you would like to provide and if you would be willing to refer the 
researcher to other skilled migrants from Kenya.  You will also be requested to read the interview 
transcript to ensure accuracy of your responses. 
 
How much of my time will I need to give? 
The time required will be one hour. 
 
What benefits will I, and / or the broader community, receive for participating?  
There are no direct benefits to the participants but it will be a platform for you to provide feedback on 
your career experiences in Australia.  Your contribution will potentially inform future policy 
development in the area of skilled migrants as well as generate options for human resource 
professionals to better integrate skilled migrants in career related initiatives. 
 
School of Business 
Western Sydney University 
Locked Bag 1797 
Penrith NSW 2751 
Australia 
Telephone: 02 9685 9200 
Email: business.research@westernsydney.edu.au 
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Will the study involve any discomfort or risk for me? If so, what will you do to rectify it? 
There will be no discomfort or risk to you.  If during the course of the interview, you recall a career 
experience that may have been negative and it causes you discomfort, the interview would be 
suspended and terminated without any negative consequence. The interview will only be resumed 
upon your request at a date and time that best suits you. Should you require counselling services, the 
following is a list of providers you can choose to contact, if required: the Sydney Counselling Centre – 
phone (02) 9415 2223, Choosing Change on 1300 667 996 and Life Supports Counselling on 1300 
735 030. 
 
How do you intend to publish the results? 
Individual participants will not be identifiable in the thesis or in any other academic journals.   
 
Can I withdraw from the study? 
Participation is entirely voluntary and you are not obliged to be involved. If you do participate, you can 
withdraw at any time without giving a reason. 
 
If you do choose to withdraw, any information that you have supplied up to the point of thesis 
publication will be retained. All participants are “de-identified” in the thesis and any publication arising 
from this study. 
 
Can I tell other people about the study?  
Yes, you can tell other people about the study by providing them with the chief investigator's contact 
details. They can contact the chief investigator to discuss their participation in the research project and 
obtain this information sheet. 
 
Data storage  
There are a number of government initiatives in place to centrally store research data and to make it 
available for further research. For more information, see http://www.ands.org.au/ and 
http://www.rdsi.uq.edu.au/about. Regardless of whether the information you supply or about you is 
stored centrally or not, it will be stored securely and it will be de-identified before it is made available to 
any other researcher. 
 
What if I require further information? 
Please contact Khalida Malik should you wish to discuss the research further before deciding whether 
or not to participate. 
 
Khalida Malik, Principal Researcher – Email contact 91617301@student.westernsydney.edu.au 
A/Prof Meg Smith, Principal Supervisor – Contact (02) 9685 9200 
Dr. Terri Mylett, Co-Supervisor – Contact (02) 96859200 
 
What if I have a complaint? 
This study has been approved by the Western Sydney University Human Research Ethics Committee. 
The Approval number is: H11832. 
 
If you have any complaints or reservations about the ethical conduct of this research, you may contact 
the Ethics Committee through the Research, Engagement, Development and Innovation office on Tel 
+61 2 4736 0229 Fax +61 2 4736 0905 or email humanethics@westernsydney.edu.au. 
 
Any issues you raise will be treated in confidence and investigated fully, and you will be informed of 
the outcome. 
 
If you agree to participate in this study, you will be asked to sign the Participant Consent Form. 
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Participant Consent Form 
 
This is a project specific consent form. It restricts the use of the data collected to the named project by 
the named investigator. 
 
Project Title: ‘Pembea Kazi’? (career seesaw?) : The use of capitals in the career experiences of 
skilled Kenyan migrants in Australia. 
 
 
I,______________________________________________  [name of participant] consent to 
participate in the research project titled [‘Pembea Kazi’? (career seesaw?): The use of capitals in the 
career experiences of skilled Kenyan migrants in Australia. 
 
I acknowledge that: 
 
I have read the participant information sheet and have been given the opportunity to discuss the 
information and my involvement in the project with the researcher. 
 
The procedures required for the project and the time involved have been explained to me, and any 
questions I have about the project have been answered to my satisfaction. 
 
I consent to being interviewed for this research project. 
 
Please provide additional consent for data collection on these terms: Please tick  the box. 
 
consent to the interview being recorded 
do not consent to the interview being recorded, which means the researcher will make hand written 
notes. 
 
I understand that my involvement is confidential and that the information gained during the study may 
be published but no information about me will be used in any way that reveals my identity. 
 
I understand that I can withdraw from the study at any time, without affecting my relationship with the 
researcher now or in the future. 
 
Signed: 
Name: 
Date: 
Return Address: [Khalida Malik, c/o the School of Business School of Business (ER), Locked Bag 1797, 
PAR-ED.G. 161 Penrith DC 1797, NSW 1797 Australia] 
 
This study has been approved by the Western Sydney University Human Research Ethics Committee. 
The Approval number is H11832. 
Human Research Ethics Committee 
Office of Deputy Vice Chancellor and   
Vice President, Research and Development      
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If you have any complaints or reservations about the ethical conduct of this research, you may contact 
the Ethics Committee through the Office of Research Services on Tel +61 2 4736 0229  
Fax +61 2 4736 0905 or email humanethics@westernsydney.edu.au. Any issues you raise will be 
treated in confidence and investigated fully, and you will be informed of the outcome.
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Introduction: Thank you very much for taking the time to answer these 
questions.  The first part of the interview schedule is very factual and 
asks for some details on your background.  The second part has 
questions that are all about your experiences and perspectives. 
 
 
Participant Background 
 
What is your place of birth In Kenya (i.e. 
city/town)…………………………………….. 
Do you consider English as your first language:  Yes   No 
If not, what do you consider as your first language? 
Please specify…………………………………………………………………     
Which year did you arrive in Australia? 
 
 
What age were you when you migrated to Australia: 
 25-29   30-34   35-39   40+   
Permanent entry visa granted to enter Australia: Which type of visa 
category best describes you? 
 Independent skilled migrant   Skilled migrant-Australian linked    
Distinguished talent   Employer nominated              Regional sponsored                      
 Business migrant  
 Family migrant partner           Family migrant - parent                  
 Other family   
 
Job classification best describing you: 
 Manager   Professional   Technician/Trades   Community worker  
 Clerical/Admin  Sales   Machinery operator   Other, please 
specify   
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Your highest qualification obtained overseas : 
   
 Bachelor Degree  Masters  Doctorate 
   
 Australian 
Recognised Trade 
Certificate 
 Other, please 
specify: 
 
   
   
 
Work History 
 
Employer 
overseas 
 Dates  Job Title  
 
Employer 
overseas 
 Dates  Job Title  
 
Employer in 
Australia 
 Dates  Job Title  
 
Employer in 
Australia 
 Dates  Job Title  
 
Employer in 
Australia 
 Dates  Job Title  
 
 
A. Pre-migration 
 
Q1. Living in Kenya, do you feel you were part of an established 
community network and any professional networks? 
 
Q2. Would you consider that you were financially independent? 
 
 
Q3. Tell me about what led you to migrate to Australia. 
 
For example  
Had you visited or studied in Australia prior to migrating? 
Do you think your move to Australia was in any way influenced by the 
existence of other family members already settled in Australia? 
Do you feel your established professional networks played a role? 
Do you feel the existence of an established community network played a 
role in this decision? 
What sources of information did you use to make this decision? 
 
Q4. What other factors do you feel were personally advantageous for you 
when you eventually made the decision to migrate to Australia?  
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For example  
 
Economic assistance obtained from your family, friends in Kenya or 
Australia  
 Assistance from community networks in Kenya or Australia 
 Your own professional contacts & networks in Kenya or Australia 
 Your qualifications and skills already gained 
 
 
B. Post migration 
 
Q5. Do you feel there were any experiences gained overseas that may 
have played a role in your settlement experience in Australia? 
 
 
Q6. Share with me your initial experiences as a migrant in Australia. 
 
For example  
 
Do you feel your education and qualifications gained overseas were 
transferable in looking for work? 
Did you have to depend on any community networks or family members 
when you arrived here? 
Do you feel that you have managed to retain your cultural links living in 
Australia? 
 
Q7. Can you give me any examples of any qualifications or certifications 
you obtained in Australia? 
 
 
C. Employment experiences in Australia 
 
Q8. I would like to know what kind of experiences count as employment 
for you? 
 
For example: It is a job that is usually performed in exchange for payment 
but could even be unpaid, it is regular activity that could be within an 
organisation, it may also be working for yourself. 
 
 
Q9. Share with me your perspectives and feelings on your employment 
experiences. 
 
For example: In what ways did your education & qualifications overseas 
prepare you for your employment? 
Tell me about any aspects of your own job seeking experiences that you 
might have considered challenging. 
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D. Career experiences in Australia 
 
(I am now moving on to the section on career.  I recognise that this 
is a broader concept.  Please feel free to answer these questions 
based on your sense of employment and career). 
 
Q10.The word career has a number of definitions (e.g. unfolding work 
experiences over time, series of jobs within your chosen profession, a 
professional calling, a vocation).  Can you tell me what career means to 
you? 
 
Q11. How would you define career success? 
 
Q12. Share with me any examples of how you might have explored any 
other career avenues (such as working freelance, starting a business). 
 
Q13.To what extent do you feel you have been able to develop your 
career? 
 
Q14. Can you describe any challenging factors you feel may have 
affected your career? 
 
Q15.  How would you describe your response to these? 
 
Q16. To what extent do you feel your cultural identity impacted on your 
career? 
 
Q17. What opportunities at your place of work do you feel helped your 
career? 
 
Q18. Do you feel your career mobility (e.g. progress through a variety of 
roles with different responsibilities) was in any way made easier through 
any form of support network? 
 
Q19. Do you feel any of these changes helped you in your career? 
 
Q20. Can you give me an example of when you used any support 
networks in Kenya to further your career in Australia? 
 
(for example: community networks, professional networks, family 
connections)  
 
Q21. To what extent do you feel the existence of any support networks in 
Australia have been important for your career? 
 
(for example: community networks, professional networks, family 
connections)  
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Q22. Can you describe any chance events (e.g. redundancy, 
redeployment, lack of promotion, business closure, contract not renewed) 
in your life that you feel have influenced your career?   
 
Q23. To what extent was relocation necessary for you to develop your 
career? 
 
Q24 Can you share with me what you feel you have learnt through your 
career experiences? (eg. developing new skills and knowledge through 
further study). 
 
Q25. Is there anything else you would like to add about your career 
experiences in Australia? 
 
 
Summary 
 
 
Would you mind very much referring me to other Kenyans in your 
network? 
 
Share with me any questions, comments or feedback you may have 
about this project (e.g. confidentiality) 
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Appendix E Ethics approval 
 
Locked Bag 1797 
Penrith NSW 2751 Australia 
Research Engagement, Development and Innovation (REDI) 
REDI Reference: H11832 
Risk Rating: Low 2 - HREC 
HUMAN RESEARCH ETHICS COMMITTEE 
14 October 2016 
Associate Professor Meg Smith 
School of Business 
Dear Meg, 
I wish to formally advise you that the Human Research Ethics Committee has approved 
your research proposal H11832 “"Pembea Kazi?" (career seesaw?): The use of capitals in 
the career experiences of skilled Kenyan migrants in Australia“, until 2 February 2019 with 
the provision of a progress report annually if over 12 months and a final report on 
completion. 
Conditions of Approval 
1. A progress report will be due annually on the anniversary of the approval date. 
2. A final report will be due at the expiration of the approval period. 
3. Any amendments to the project must be approved by the Human Research Ethics 
Committee prior to being implemented. Amendments must be requested using the HREC 
Amendment Request Form: 
http://www.westernsydney.edu.au/data/assets/pdf_file/0018/491130/HREC_Amendment_
Request_Form.pdf  
4. Any serious or unexpected adverse events on participants must be reported to the 
Human Ethics Committee via the Human Ethics Officer as a matter of priority. 
5. Any unforeseen events that might affect continued ethical acceptability of the project 
should also be reported to the Committee as a matter of priority 
6. Consent forms are to be retained within the archives of the School or Research Institute 
and made available to the Committee upon request. 
Please quote the registration number and title as indicated above in the subject line on all 
future correspondence related to this project. All correspondence should be sent to the 
email address humanethics@westernsydney.edu.au. 
303 
 
This protocol covers the following researchers: 
Meg Smith, Terri Mylett, Khalida Malik 
Yours sincerely 
Professor Elizabeth Deane 
Presiding Member, 
Human Researcher Ethics Committee 
Western Sydney University 
 
